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INTRODUCTION 
Human Resource Management is a new field of study 
which embodies the knowledge about behavioura l sc iences . It 
devolves upon the leaders and officials concerned with 
management to motivate the employees and develops their 
skills to attain organisat ional goals. It represents s ignif icant 
measures adopted to develop human resources to accomplish 
organisat ional goals through the appl icant ion of behavioural 
sciences. The intersect ion of social , psychologica l and cultural 
focus in organisation has assumed s igni f icance from the stand 
point of this approach. It is highly comprehens ive field 
involving the use of numerous concepts such as personnel 
management , personnel administrat ion, labour relat ions, 
industrial , relations, employer-employee re lat ion, manpower 
management etc. 
Human resource management has occupied a prominent 
posit ion in the modern world whose glohiised econonmy 
demands large-scale product ion involving ever larger number 
of workers and employers . With the rapid growth in size of 
organisation the human resource management has also entered 
into a process of t ransformation. Since human being, is the 
only living factor of product ion full of suscept ibi l i t ies , he is 
proned to easily f luctuate his work potent ia l .This could 
easily fluctuate his product ivi ty which could lead to either 
growth or decline in the product ivi ty and prof i tabi l i ty of any 
organisation. Moreover , man plays the main role in 
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production. The productivity is never f ixed unlike nature or 
machine, v^hich calls for proper handling and uti l isat ion of 
human being not only in individuals but also in organisa t ional 
and national interest. That is why there is a need for proper 
handling, care and utilisation of human resource because all 
other resources are subordinate to human resource. It is a 
highly complex field involving various manager ia l and 
operat ional activities. Functions like planning, organiz ing , 
direct ing, control l ing etc. constitute the manager ia l obl igat ions 
and recruitment, selection, leadership motivat ion, compet i t ion , 
health, safet3^ working conditions welfare etc. const i tute the 
operat ional function. 
Many scholars have conducted researches on var ious 
aspects of human resource management . It would not be out 
of place to review some of the important studies conducted by 
various researchers on different aspects of human resource 
mrfn i.gement. 
T.V. Rao, K.K. Verma, Anil Khandewal and E. Ebraham (1989) 
in their work entitled "Alternate approaches and s t ra tegies of 
Human Resources development" emphasize that a process by 
which employees of an organisation are cont inuously helped in 
a planned way is. (a) to acquire capabil i t ies (knowledge , 
perspect ive , attitude, values and skills) required to per form 
various tasks or functions associated with their present or 
future prospects (b) develop their general capabi l i t ies as 
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individuals for their own or organisat ional development 
purpose and (c) to develop an organisat ion culture where 
super ior - subordina te relat ionships, team work and 
col laborat ion among different sub-units are strong and 
contr ibute to the organisat ion wealth, dynamism and pride of 
emplo3^ees. 
Gary Dessler (1997) in "Human Resource M a n a g e m e n t " 
focused on all essential personnel management topics like job 
analysis , testing, compensat ion and appraisal , fostering 
employees commitment used as an integrat ing theme. Pract ica l 
appl icat ion such as how to appraise performance, how to 
establ ish pay plans, and how to handle grievances are used 
throughout to provide with important personnel management 
skills. The environment of personnel management - equal 
employment , labour relations, and occupat ional safety - have 
been discussed fully. 
" In format ion Technology and Human Resource" are also dealt 
with in this work. 
Carrel l and FE Kuzmits (1982) in their book entitled 
" P e r s o n n e l Management of Human Resources" have 
examined the human resource management as a set of 
programmes , funct ions and activities which are aimed at 
maximis ing personnel as well as organsat ional goals. 
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C .B ,Mamoria (1987) in "Personnel M a n a g e m e n t " 
(Management of Human Resources) makes a comprehens ive 
discussion of the element that go to take up the " M a n a g e m e n t 
of Human Resources" . Human being are a resource to an 
organisat ion and they represent an investment whose 
development and utilisation requires managing i.e. planning, 
organisat ion, leadership and evaluation. The work concludes 
that ever}^ organisation human resources is a pivotal variable 
without which the inanimate assets are worthless . The 
management process is made up of four steps, embrac ing the 
people 's dimension - getting them, preparing them, act ivat ing 
them and keeping them. It is these aspects of human resource 
management , which this work covers in depth and details . 
Subbarao (2000) in his publication entitled " H u m a n resource 
m a n a g e m e n t " has presented an analysis of development in 
human resource management in a comprehens ive form .It has 
also attempted to look into the current trends in human 
resource function with a view to outl ine the future 
developments that are likely to take place in the years ahead. 
It has also discussed in a lucid manner the topics such as job 
analysis , job evaluation, employees benefits , recrui tment and 
select ion, line staff conflicts and social responsibi l i ty .It has 
also highlighted policies along with other current topics such 
as organisat ional culture, quality circles and organisa t ion 
development . 
Tripathi , P.C. (1987) in his book titled "Personnel 
M a n a g e m e n t " has made an attempt to present state of the art 
explanat ion and experiences on the emerging issues in 
managing Personnel in various organisations. 
Byars and Rue (1984) " Human resource and personnel 
M a n a g e m e n t " explains in detail about those activit ies which 
are design to provide for and co-ordinate the human resources 
of an organisat ion. 
Edwin B Flippo (1984) has written a book on " Personnel 
M a n a g e m e n t " . This work provides the knowledge about 
p lanning, organising, directing and control l ing on the one 
hand and it focuses on operat ional areas like procurement , 
compensat ion , integrat ion, development, maintenance and 
separa t ion of human resources on the other. 
Dale y o n d e r ( 1 9 8 6 ) " P e r s o n n e l Management and Industr ial 
R e l a t i o n s " . The study consists of thorough examinat ion of the 
major funct ional areas of Personnel Management and 
Industr ia l Relations. The. areas - such as organisat ion, 
recrui tment , select ion, appraisal , training and development , 
wage and salary administrat ion and labour relations are 
highl ighted, along with focus on functions. The system 
approach is used to integrate man and materials and show the 
re lat ionships among funct ional areas. The work also covers the 
impact of government regulations on topics such as equal 
employment opportunity, workers Security and col lect ive 
bargaining and discusses several other innovat ive approaches . 
Behavioural science theory and research are extremely 
reviewed and applied. 
John M. Ivancevich and William F. Gluek (1986) in their work 
Foundation of personnel/Human resource m a n a g e m e n t " 
have examined human resource management as those functions 
performed in an organisat ion that provides the most ef fect ive 
uti l isation of human resources for the a t ta inment of 
organisat ional and individual goals. 
Arun Monappa and Mirza, S. Saiyadain (1996) in " P e r s o n n e l 
M a n a g e m e n t " makes an attempt to reinforce and supplement 
conceptual knowledge of Personnel Management with case 
studies. The case studies are intended to develop decis ion 
making abilities founded or knowledge gained from the text. 
The work also cover some of the changes that are taking place 
in exist ing or tradit ional personnel f u n c t i o n s / p r a c t i c e s . These 
changes are due to the increased importance being given to 
funct ion, such as selection or training by organisat ion want ing 
to identify and uti l ise , human resources as ef fect ively as 
possible . They conclude that there is now an increas ing 
concern for productivity and better ut i l isat ion of human 
resources at the i o p management level in an increas ing 
competi t ive environment. 
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Pigors and Myers (1961) have discussed in book entitled 
" P e r s o n n e l Adminis t ra t ion" the code of the base of organising 
and treat ing individuals at work in order to make them realise 
the employees their intrinsic abilities so that their maximum 
eff ic iency is obtained for themselves and for groups. 
Thus, many studies in the field of human 
resource management have been conducted by various 
researchers . These studies have brought into light the 
s igni f icance of management of human resources . At the same 
time respect ive obligations of employers towards employees 
and vice versa have been thoroughly interpreted. The study 
undertaken by me as the theme of human resource 
m a n a g e m e n t will not only be an addition to what has been 
attempted in the above mentioned studies but will also 
provide an opportunity for highlighting recent happening in 
this field with special reference to its appl icat ion in food 
process ing industry in general and in the mult inat ional Heinz 
in part icular . 
Object ives of the Study 
The object ives of the present study are as under, 
1. To highlight the concept of Human resource 
management in accordance with the changes in time. 
2. To make survey of available l i terature. 
3. To examine the present status of the food process ing 
industry as a whole. 
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4. To il luminate on the historical background of the 
Heinz international . 
5. To assess the human resource policy at Heinz (Aligarh) 
Unit, i.e.. Recruitment, Se lect ion, Training, 
performance appraisal , unions etc at Heinz India Ltd. 
(Aligarh). 
6. To suggest measures for the more effect ive and 
efficient management of human resource which could 
lead to individual , social and organisa t iona l growth 
Research Methodology 
The present study "Human Resource m a n a g e m e n t in food 
process ing industry with special reference to Heinz India Ltd" 
is based mainly on published and unpubl ished sources of data 
col lected through primary as well as secondary sources . 
The primary information has been col lected through personal 
contacts in HEINZ c o m p a n y and secondary data is based on 
the information from books, journals , annual reports , internet 
etc. Finally an important inference has been drawn from the 
data through its analysis. 
Plan Of Study 
The present study has been arranged into five chapters . The 
first chapter is a conceptual framework of human resource 
management . Chapter two deals with the analysis of food 
process ing industry in India and its present s tatus . The 
histor ical background of Heinz Internat ional is presented in the 
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third chapter . Chapter four focuses on the h u m a n resource 
m a n a g e m e n t in Heinz India Ltd. (Aligarh Unit) where in an 
ef fort has been made to examine the organisat ional s tructure , 
recrui tment , select ion, training, performance appraisal , labour 
union, health, safety and welfare in Heinz India Ltd. (Aligarh). 
The Fifth and final chapter summarises the findings in the form 
of conc lus ion and offers suggestion for better human resource 
m a n a g e m e n t strategies conducive to maximum exploitat ion of 
Heinz worker's potent ial seeking higher productivity levekwith 
their better impact on the organisat ion's profitabil i ty. 
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Human Resource Management - A Conceptual Framework 
The present chapter presents the conceptua l 
f ramework of the subject matter of study. The endeavor has 
been to trace the origin and growth, s igni f icance and scope 
of the human resource management concept . The 
discuss ion also deals with the broad dimensions of the 
definit ions, manpower planning and its ob ject ives . Human 
Resource Development and also highlights the importance 
of Human Resource Management in today 's global 
environment . 
Origin and Growth of Human Resource M a n a g e m e n t 
Human Resource Management as a funct ion of 
management has come a long way. People trace its history 
back to before 1900 i.e. even before Taylor and Fayol 
evolved their management thoughts. But its status grew 
during the 1930s and 1940s largely because of the wart ime 
labour shortage, the union threat and the need (in many 
companies) to adjust to being ununionised. Then it matured 
as union-management relations and became rout inised. 
Looking at human resource funct ion Ulrich (1997) 
argues that we should look at it keeping in mind the future 
rather than investigating its past. Tracing the evolut ion of 
the funct ion, he concentrates on the development that 
1940s -Labour Relations and Staffing 
1950s-Tra in ing 
1960s & 1970s-Regulatry Issues, Compensat ion, Benefits , 
Appraisal . 
1980s -Heal th Care , Cost Containment, Organisat ion Design, 
Teamwork and Communicat ion. 
1 9 9 0 s - Mergers, Acquisit ion, Downsizing Diversity 
In India, however, the history of the personnel 
management is not so long as in the developed nations. The 
Tata Iron and Steel Company (TISCO) was perhaps one of 
the first few organisat ions to establish personnel function 
in the year 1947. Gradually, a large number of large - and 
medium-s ized companies set up separate personnel 
departments . Most of the Indian companies now boast of 
giving a good deal of attention to the human resource 
management functions: In reality, however, they still have 
the tradit ional administrative anchoring with some 
cosmetic and design. However, these companies are not 
averse and sceptical to the term " H u m a n Resource 
M a n a g e m e n t " as most of the companies feel in the UK. 
According to the 1990 Workplace Industrial Relations 
Survey (Guest and Hoque, 1993) in UK, less than one 
percent of workplace managers responsible for the 
management of human resources had adopted the title of 
human resource manager. It is surprising to note that in 
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U.K. "companies have approached the issue tentatively 
rather throwing all caution to the wind and embracing 
human resource management wholehear ted ly" (Guest, 
1996) . Undoubtedly, it goes without saying that human 
resource management can have a posit ive impact on 
organisat ional per formance . But as long as senior managers 
retain their short -perspect ive and display limited 
enthusiasm for any notion of consistence s trategy, it will 
remain a subject of fads and fashions and a focus of 
just i f iable skepticism (Guest, 1996 ). 
Commenting on the state of human resource 
management function in the US, Strauss (1996) notes that 
human resource management there is used in a broader 
sense encompassing employment relations general ly , rather 
than in more restricted sense, somewhat common in the UK, 
as a managerial counterpart of Thatcher ism . He finds that 
human resource management phi losophies of high 
commitment and lean-mean as somewhat confl ict ing. 
Commenting on Human Resource Management he observes 
as follows: 
" A major drawback of high commitment programmes , 
from management 's viewpoint is the expense of 
guaranteeing job security and the inflexibil i ty this causes. 
Strong economic forces require employees to be more 
flexible. Career employees are being replaced by cont ingent 
ones. As a form of motivat ion, performance based pay and 
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fear of discharge is displacing organisat ional commitment 
(but let 's not exaggerate the extent to which organisat ional 
commitment ever existed in large companies) . Workplace 
employee involvement, such as terms may cont inue in " lean 
and mean" companies, but broader forms of part ic ipat ions , 
such as unions are out . . .There will be fewer permanent jobs 
and greater mobility and insecurity, human resource 
departments will continue to perform a s igni f icant function, 
but they are unlikely to follow a single set of pol ic ies or to 
play a major role in setting corporate s t ra tegy" . This 
di lemma before human resource managers is not limited to 
the US only but is a cause of concern for human resource 
managers worldwide. 
In tomorrow's organisations the loyal, committed 
and involved employees will be the determining factor in 
its success and survival. Human capital has become an 
ongoing investment whereby employees are constant ly 
learning, unlearning, changing, adapting and re invent ing 
themselves for achieving the organisa t ional goals. 
Adaptabi l i ty of organisation has never been more important 
than it is today. In this background, the human resource 
funct ion has to play a catalytic role in building and 
faci l i tat ing this kind of work environment in the 
organisat ion. 
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Personnel Management to Human Resource Management 
Over the years the term used for " P e r s o n n e l 
M a n a g e m e n t " have kept on changing. The terms "Personne l 
Management / ' "Personne l Adminis t ra t ion/ ' " H u m a n 
Resource Management " or "S t ra tegic Human Resource 
Management / H u m a n Resource S t ra tegy" are synonymous 
and indicate no differences in terms of treatment and 
content of the function. The funct ions are ends in 
themselves. They are part of an arrangement of schemes 
formulated to achieve the organisat ional objectives . In 
fact , organisat ional design and its or ientat ion are ref lected 
through its various functions and this is true with 
personnel funct ions too. 
Convent ional personnel management appears to 
be a part of an old model of organisat ion or of a more 
mechanist ic organisat ion, which is more bureaucrat ic in 
nature having lesser f lexibil ity, higher amount of 
central isat ion and high formalisat ion level, i.e. adherence to 
rules and regulat ions. Human resource management on the 
other hand, is compatible with the new model of 
organisat ion and has emerged to align with the organic 
design of the organisat ion, having cross funct ional and 
cross hierarchical teams, decentral ised, and flexible with 
low formalisat ion level and a wider span of control . 
l i 
Reacting on human resource management ' s 
rhetor ic , reality and its hidden agenda, Legge (1995) finds 
that it is the same old wine in a new bottle. In her words. 
" M a n y of the initiatives undertaken appear to be (old wine 
in new bottles) a n d / o r to be not inconsistent with the 
opportunis t ic standard modern style of employee relations 
tradit ional in UK industry in the 1970s and earl ier . Why 
then, the hyping of human resource management as 
something new in theory and practice 'd i f ferent ' from the 
theories and pract ice of " p e r s o n n e l m a n a g e m e n t " . 
The argument has been that the rhetoric of 
human resource management as something new and 
consis tent with the demands of the enterprise culture has 
served the purpose of three groups seeking legit imacy in a 
hosti le cl imate. It has been in their interests to " t a k e - u p ' 
human resource management as a coherent new strategy of 
employee relations that paves the ways to achieving 
compet i t ive , advantage" . 
But most researchers view human resource 
management as the culmination of a t ransformat ion in the 
concept of the traditional personnel management funct ion. 
Saini (1997) observes, "a number of people from students to 
managers mistakenly think that personnel management and 
h u m a n resource management are synonymous concepts . " 
React ing on the state of human resource departments in 
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Indian firms, he feels, " m a n y organisat ions have no human 
resource management department policies and have simply 
named their personnel department as human resource 
management department . This tendency has reinforced the 
obl i terat ion of the dist inction between the two terms" . 
Beaumont (1996) on the other hand, identifying 
the differences between these two terms, talks about the 
change in perspective while looking at employees . He 
reinforces human resource approach enunciated by 
McGregor in his celebrated theory Y developed in his 
pioneer ing work. The human side of enterprise, way back in 
the year 1960. Beaumont (1996) argues that "employees are 
now viewed as a valuable resource (rather than a cost to be 
minimised) which, if managed rather that administered, 
ef fect ively from the strategy point of view, will contribute 
s ignif icantly, ceteris paribus, catering to organisat ional 
ef fect iveness , and thus will be a source of competi t ive 
advantage to the organisat ion concerned" . 
Tyson (1995) is of the view that the new 
phraseology does represent a s ignif icant movement in 
ideas. He still finds difficulties in defining " h u m a n 
resource management" and "human resource s t ra tegies" . He 
feels that " the issue of whether human management is an 
al ternat ive phrase to 'personnel management ' or whether it 
I n a 
m e a n s something dif ferent has become a vexed quest ion , 
st i l l unresolved despite considerable research " 
Table-1.1 
S t e r e o t y p e s o f P e r s o n n e l M a n a g e m e n t s H u m a n R e s o u r c e M a n a g e m e n t 
D i m e n s i o n s P e r s o n n e l M a n a g e m e n t H u m a n R e s o u r c e 
M a n a g e m e n t 
Time and Planning 
Perspective 
Short term, Reactive 
ad-hoc, marginal 
Long-term,pro-active 
strategic, integrated 
Psychological contract Compliance Commitment 
Control Systems External Controls Self-control 
Employee-relations 
Perspective 
Pluralist, collective, 
low-trust 
Unitanst, individual, 
High - trust 
Preferred structures/ 
Systems 
Bureaucratic, mechanistic, 
anistic, centralized, 
Formal defined roles 
Organic, developed, 
flexible roles 
Roles 
Largely integrated into 
Specialist/ 
Professional 
Evaluation critena Cost-minimisation Line management 
Maximum utilisation 
(human asset 
accounting) 
S o u r c e : Quoted by Sami A.Khan " T r a n s f o r m a t i o n of 
H u m a n Resource Management : Dimensions in The T w e n t y 
First Century . I ILM 1998 
Interest ingly , Guest (1987) has d r a w n a beaut i ful 
line between personnel management and h u m a n resource 
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management (see Table-1 .1) . He finds human resource 
management as a textbook content while personnel 
management is the observed pract ice of the organisat ion. 
According to him, inability of personnel management to 
demonstrate a dist inctive positive contr ibution has led the 
emergence of human resource management , which lies 
most ly in text. 
However , there is no denying that a shift has 
taken place for people 's management , and it is not the same 
wine in a new bottle. Human resource management is 
increasingly becoming result -oriented and integrated in 
nature so as to cope with the realities of the business 
environment . It helps organisat ions in their constant search 
for establ ishing and maintaining competit ive posit ions, and 
in keeping a balance with their objectives and strategies . 
Furthermore, human resource m a n a g e m e n t 
funct ion banks on sel f -regulated, committed and loyal 
people, cont inuously improving for excel lence and results 
in a flexible setting. Towards this endeavour , it envisages 
development of dynamic leadership as a phi losophy, which 
helps in promoting the networked, defined, and unders tood 
relat ionships; so as to eventual ly result in greater 
c lar i f icat ion of roles and results. 
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A plethora of l iterature emerging on people 
management also reinforces this view; and new research has 
firmly established that the organisation and m a n a g e m e n t of 
people can make a difference in the bottom line (Beer) . In 
order to have an in-depth knowledge of the subject the 
fol lowing pages are devoted to study the meaning of the 
subject human resource management. 
Human Resource Management Concept 
From the above discussion emerges a broad based 
and easy to- define concept . , Human Resource 
Management can be explained as ' the m a n a g e m e n t of 
people in organisat ions . In modern societ ies , with complex 
changes in the nature of work and technology, it is 
increasingly recognised that the effect ive and ef f ic ient 
product ion of goods and services require more from 
employees than their passive compliance with m a n a g e r i a l 
instruction. What is needed is their active c o m m i t m e n t and 
initiative. Human resources management can be seen to be 
as important for corporate success as the handl ing of any 
other management activities. 
Most of the work on human resource m a n a g e m e n t 
tend to be based either on theoretical d iscuss ions , or a 
relatively fixed menu of human resource m a n a g e m e n t tasks 
and functions. The later would typically include tasks such 
as recruitment and selection^ performance m a n a g e m e n t , 
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h u m a n resources planning and so on. Although the 
s tandard menu of human resource management tasks still 
has a role to play in organisat ions, its usefulness is being 
steadily diminished by the shift away from tradit ional , 
funct ional and hierarchical management s tructures towards 
process based or even virtual forms. In a business process 
context , much of the responsibil i ty for human resource 
m a n a g e m e n t is a complex issue to line management . Human 
resource management policy and practice is decoupled from 
the bureaucracy , to be determined by the prevai l ing 
pressures of a dynamic business environment , be that at an 
operat ional or strategic level. 
For these reasons, the present research has moved 
away from these existing formats towards a case-based 
a p p r o a c h in which a case study has been conducted on a 
mul t inat ional company in India. 
The aim in this project is to analyse human resource 
m a n a g e m e n t at different levels begining with a focus on 
micro issues enterprises or shop floor relat ions (work 
organisat ion, pay, the introduction of new technology) and 
moving to a more macro focus dealings with corporate 
human resource policies (such as decisions about whether 
or not to become a ' learning organisat ion ' , whether to seek 
to develop partnership agreement how to manage a diverse 
workforce ) and finally to an international focus looking at 
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Human Resource " Management issues in a large 
mult inat ional organisation. 
While there are a number of human resource tasks 
common to most organisations (for example recrui tment , 
pay and so on), it is also important to realise that human 
resource management is about process - the ways in which 
organisat ions get things done through people. It is not just 
a bundle of techniques. For this reason the research is 
designed to develop understanding and awareness of the 
main aspects of human resource management as broadly 
defined. It does not provide a set of techniques , which the 
manager can apply directly to her or his own or iganisat ion . 
The issues involved are too complex to permit the 
formulat ion of generous laws or principles . Making sense of 
relations among workers between m a n a g e r and between 
management and the workforce is as much an art as a 
science. This helps to explain the bewildering success ion of 
fads and fashions in this area, as public ist and consul tant 
invent novel schemes for keeping employees happi ly 
productive. In fact there are no panaceas or universa l 
recipes. For managers , there is ult imately no a l ternat ive to 
working out an approach to suit their own organisa t ion ' s 
c ircumstances . 
Human resource management involves a 
sensit ive, mult idiscipl inary analysis of the issue. The 
21 
problems encountered are rarely open to 'one best way' 
solut ions. In most situations it is possible to argue 
persuasively for any of a range of different approaches . The 
test of analyt ical ability, then, is the extent to which the 
implicat ions of the chosen policy have been thought 
through and the response to possible outcomes ant ic ipated. 
There are many different approaches to analyse 
human resource problems, depending on the nature and 
urgency to resolve them. However, the best approach 
normal ly involves following a ' s tep-by-step approach ' . The 
major steps to resolve problems are as follows: 
a) Understanding the situation 
b) Defining the problem 
c) Generat ing and evaluating the possible causes of 
problem 
d) Designing and implementing solutions 
Thus based on the functions and problems of organi^sing 
people , the term human resource management has been 
explained differently by different author's .fKe fol lowing are 
some opt - q u o t e d statements on human resource 
management given by experts of this field. 
Ivancevich and Glueck have e lucidated Human 
Resource Management as the " funct ions performed in 
organisat ion that faci l i tates the most effect ive use of people 
to achieve organisat ional and individual goals" . 
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E.Flippo has- observed that h u m a n resource 
management is "p lanning , organis ing, d irect ing and 
control l ing of procurement , development , compensa t ion , 
integrat ion, maintenance and separat ion of h u m a n resource 
to the end that individual, organisat ional and social 
objectives are accompl ished" . 
According to Younder and others " h u m a n 
resources management refers to direct ion and contro l of 
human resource in employment si tuation. 
Pigors and Myers have referred that it is a code 
of the ways of organising and treating indiv idual at work 
so that they will each get the greatest possible rea l i sa t ion of 
their intrinsic abilities thus maximum ef f i c iency for 
themselves and there group and there by giving to the 
enterprise of which they are a part of its determining 
competi t ive advantage and its opt imum results . 
In the words of Byares and Rue " h u m a n resource 
management encompasses those activit ies des igned to 
provides for and co-ordinate the human resource of an 
organisat ion. Human resource funct ion refers to those tasks 
and duties performed in an organisat ion to provide for and 
co-ordinate human resource. 
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M.R. Carrell and F.E. Kuzmits have said that 
human resource management isa set of programmes , 
funct ions and activities designed to maximise both 
personnel and organisational goals. 
The foregoing discussion brings to fore that 
human resource management is the process of managing the 
people of an organisation with a humane approach. Human 
resource approach to manpower enables the mangers to 
view his people as a valuable resource. It is benevolent 
approach to develop and effectively utilise the manpower 
not only for the benefit of the organisat ion but for the 
growth, development and self satisfaction of the concerned 
people. Thus human resource management is a process that 
focuses on human resource development on the one hand 
and effect ive management of people on the other. 
In short human resource management can be 
considered as that part of management process which 
develops and manages the human element of enterprise 
consider ing the resourcefullness of the organisat ions own 
people in terms of total knowledge, skills, creat ive abil it ies, 
talents, apti tudes, potentialit ies for effect ively actuat ing of 
an organisat ion. 
Thus the process of human resource management 
emphasizes on the following points. 
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1) It should be action oriented. Ef fect iveness of human 
resource management is realised on putting focus on action 
rather than on the record keeping writ ten procedures , rules 
and regulations. It stresses on the solut ion of employment 
problems in order to achieve organisat ional goals and help 
emplo)^ees development and their sat isfact ion. 
2) Individual Oriented. Human resource m a n a g e m e n t gives 
due consideration to each employee individual ly and offers 
services and other programmes so as to achieve the 
individual 's need. 
3) Future Oriented. The ef fect iveness of human resource 
management lies on helping an organisat ion to achieve its 
objective not only in the short run but also in the 
development of it has to be competent , wel l mot ivated and 
foresighted personnel in order to achieve its ob ject ives . 
Significance and Scope of Human Resource M a n a g e m e n t 
The present study Human Resource M a n a g e m e n t in 
Food processing industry revolves around agr icul ture , 
because food and food processing comes under the agro-
products. It will be therefore pert inent to study and analyse 
the Human Resource Management s igni f icance and scope in 
context of agriculture. An important aspect of the human 
resources in India is the existence of pract ica l ly 
inexhaustible reserve of potential workers . Apparent 
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participation rates in productive works in the younger age 
groups, and especially among women, are extremely low. 
Unemployed members of this group of womanpower 
constitute a potential labour force. Some may argue in 
favour of the present condition to continue, as there is an 
acute unemployment even with only a very limited 
part ic ipation of women in productive works. But the 
objective here is only to reveal the large portion of 
womanpower which remains idle. 
Open unemployment is keenly felt in the urban areas 
and ' invisible unemployment' or 'disguised unemployment ' 
is found in the agricultural occupation of small ownership 
farms. People are employed in low-productivity jobs due o 
the inadequate employment potential of the organised 
large-scale industrial sector and also due to the sluggish 
growth of the agricultural sector as a result of low capital 
formation and other reasons. One of the most popular 
solutions has been the substitution of labour- intensive 
technologies for capital - intensive ones. Though this 
tendency is favoured in a number of Plans, the way in 
which this is to be carried out needs examination. 
The assessment of manpower resources , their 
management , and efficient util isation are essential in 
planned economic development . The example of advanced 
countries like Japan, Netherlands and Switzerland indicates 
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that a nation possessing highly skilled work force can attain 
a high level of economic development through proper 
human resource management even if it does not have good 
natural resources of its own. India is experiencing the 
problem of util ising the surplus manpower, which is 
unemployed and underemployed, and to a large degree 
untrained and unmanaged. Unless and until the manpower 
is suitably managed and efficiently ut i l ised, it is likely to 
become a liability. Manpower is a fundamental economic 
resource which is an imperative means of convert ing other 
physical and material resources for the benefits of the 
society. In spite of this, in the Indian Plans, s ignif icant 
attention has not been assigned till now to the management 
and utilisation of human resources. The low productivity 
and or unrest in manpower among different regions, 
industries, or occupations could be set right by way of a 
scientific management policy. 
Human Capital and its Role in Economic Progress 
Knowledge is our most powerful engine of production. 
Man has to add to his stock of knowledge all the time to 
have a continuous process of economic progress. 
Development and management of human resources 
enhances the creative and productive capacity, i.e., the 
ability to acquire as well as deliver goods to the people. 
Thus prior to human resource management human resource 
development is essential for the progress of economy. 
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Technical progress and the development of human 
capaci t ies are positively correlated. Mc Clel land tested his 
hypothesis that the high educational at ta inment accelerates 
economic growth and proved it to be right. Harbis ion and 
Myers developed a composite index of human resources 
development using enrolment ratios at the secondary and 
tert iary levels of education, within respect ive age-groups 
and found high correlat ion between it and other indicators 
of economic development. Kuznets was the f irst to point 
out the relationship between economic deve lopment and 
sectora l shifts in employment. He proved that the 
proport ion of labour in manufacturing increases with 
development accompanied by decline in the proport ion of 
labour in agriculture. Rostow said further that as 
product ion processes become more complex , technical 
spec ia l i sa t ion increases. The technical change is also 
ref lected in technical skills embodied in the labour force. It 
might be pointed out that the nature of economic 
product ion is also influenced by the level of human 
resources development through changes in tastes and 
consumption. 
In less-developed countries , the s tagnant economy 
ser iously constrains the forces that can contr ibute to the 
more effect ive development and uti l isat ion of the human 
resources . Skill development and skill ut i l i sa t ion are 
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closely linked. An improved skill level leads to a more 
effective performance which in turn, results in a larger 
surplus. With a larger surplus, a country can make larger 
investments in its human and physical resources , which 
will provide a wider and stronger basis for additional 
growth. Without training and educat ional facil it ies, the 
labour force is condemned to continue working at a low 
productivity. A cr i t ical factor in human resources 
uti l isat ion is the availabil i ty of employment , . Lack of 
adequate employments would lead to socia l instability. It 
has been increasingly real ised that improvements in the 
quality of the labour force can have dramat ic effects on 
economic growth. 
Investment in Human Capital 
Investment in human capital accounts for most of the 
impressive rise in the real earnings per worker . Some of 
the more important activities that improve human 
capabil i t ies are: (1) health facil it ies and services , broadly 
conceived to include all expenditure that affect the life 
expectancy, strength and stamina, and the vigor and vitality 
of people; (2) on-the- job training, including old-style 
apprenticeship organised by firms; (3) formally organised 
educat ion at the e lementary , secondary and higher levels; 
(4) study programs for adults that are not organised by 
firms, including extension programmes notably in 
agriculture; (5) migrat ion of individuals and families to 
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adjust to changing job opportunities. According to 
Kindleberger , ' Investment in human capita l can take the 
form of formal schooling, on-the- job tra ining, adult 
educat ion, expanded efforts in health, migrat ion, and 
informat ion about the market. In a number of these, it is 
diff icult to separate the elements of consumpt ion from 
investment and the public good from the private . 
Human capital deteriorates when it is unmanaged and 
idle since it impairs the skills that workers have acquired 
and by making them inefficient reduces their product ivi ty . 
Unemployment and shortages are two of the pr inc ipal 
indicators of an imbalance between the supply and demand 
for manpower. A correct estimate of manpower supply and 
its distribution according to different character is t ics is 
essent ia l to improve demand estimates, which in turn can 
inf luence the educat ional , vocational , t raining and other 
programmes. Manpower supply has been charac ter i sed by 
Goldstein as " the great neglected field in the area of 
manpower projections. The term manpower is general ly 
used in two senses. In an aggregative sense, it denotes the 
total labour force of a country. In a narrower and select ive 
sense, the term is used in relation to any specif ic 
component of the labour force. Thus the investment in 
human capital along with proper infrastructure of the Food 
process ing industry could alter the face of Indian economy 
and could help in bringing prosperity at nat ional level. 
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Human Resources Developmenl and Management In 
1 n cl i a n Context 
Though the study is confined to Human Resource 
Management but Human Resource Development and Human 
Resource Management both go hand in hand. If the 
i i ianpower is undeveloped educat ional ly , technical ly , 
s k i l l hi 11)', there will be more difficulties in managing 
Iniman resources in raw form. The ef f icacy of their 
management will not be o( a high standard as obtains in 
developed countries which have fully developed manpower . 
ThtMoiore, a brief analysis i f human resource development 
will help in having better understanding of it in Indian 
coiitoxl. The human resource development is the process 
of increasing the knowledge, skills, and the capaci t ies of all 
the people in a society. While Adam Smith thought that the 
ability of people as fixed capital , Alfred Marshal l explained 
that investment in human-beings as the most valuable of all 
capital . VVliat we need bad))' in India is the manpower 
development tlirough formal educat ion, on-the- job training, 
self development process, improving the health of working 
populat ion and improving nutrit ion. The shortages of 'high 
level' manpower with crit ical skills and competence , and 
util isation of redundant rural manpower in economical ly 
productive works are the two main problems of 
development in India. Dams, power s tat ions , textile 
tartt)ries and steel mills can be constructed in a few years 
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but it takes ten to fifteen years to develop managers , 
engineers and the administrators to operate them. The 
existence of such manpower , however, is essent ia l if the 
countr ies are to achieve self-sustaining growth. 
Both for accumulat ion and investment of human 
capita l , the building up of incentives is crucial . It is true 
that investment on education might be a waste unless men 
and women have the necessary will and mot ivat ion to 
prepare for an engage in those activities that are needed for 
rapid economic growth and social and pol i t ical 
development . In the initial stages of economic growth, a 
heavy investment in human resources deve lopment is 
inevitable to get a nation started on the road to self-
sustaining growth. Therefore , a study of the development 
and util ization of human resources is absolutely s ignif icant 
from the angle of economic welfare. 
Human resources are an asset not only required for 
exploit ing the natural resources and for improving the^ 
productive capacity of the people but also for enhanc ing 
their own welfare. India's human resources have been 
under-rated and regarded as a liability. But this world not 
be a so once the manpower resources our country are 
cult ivated in a better way by proper ut i l izat ion. It has been 
opined by Arthur Lewis that the countr ies which have 
surplus labour have an advantage over those countr/eS 
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which do not have surplus labour because the latter 
couritries cannot increase capital format ion without 
withdrawing labour force from producing consumer goods 
whereas the countries which have surplus labour can 
increase capital formation at zero cost. 
The programme for human resources development and 
ut i l i sa t ion focused at removing rural and urban disparities 
through process of economic growth would have to 
consider the varied character is t ics of the labour force as 
well as the problem of providing new and addit ional jobs 
through the establ ishment of industries and the s iphoning 
away of redundant agricultural populat ion to product ive 
non-fdrming occupations. 
Uti l isat ion of human resources is one of the crucial 
const i tuents of planning for economic growth as manpower 
is the most valuable of all avai lable resources . Manpower 
is also the most perishable of all commodit ies , so it has to 
be planned in such a manner to extend employment to each 
and every able-bodied person of the working age wil l ing to 
work at his maximum eff ic iency. The core of human 
resources development policy is that the entire labour force 
should be product ively uti l ised in order to achieve 
maximum economic goals. Although the important 
const i tuents of manpower planning are assessment , 
forecast ing, budgeting and ut i l isat ion of manpower . 
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Maximum util ization of physical resources depends mainly 
on the ability, capacity, skill, wil l ingness and mot ivat ion of 
the people. Hence, the employment object ive of human 
resources util ization should be creat ion of jobs for all 
available manpower. 
The building of modern nations depends upon the 
development of people and the organizat ion of human 
activity. Capital , natural resources, foreign aid, and 
international trade, of course, play important roles in 
economic growth, but none is more important than 
manpower. Precisely, human resource deve lopment unlock 
the door to modernizat ion, and it is one of the necessarv 
conditions for all kinds of growth-social , pol i t ical , cul tural , 
or economic. A country needs educated pol i t ical leaders , 
lawyers and judges, trained engineers , doctors , managers , 
artists, writers, craf tsmen, and journal is ts to spur the 
development. About the connection between investment in 
things and investment in people, T.W. Schul tz says: "The 
logical basis of this connect ion rests on the concept ^of an 
optimum allocation of resources avai lable for investment 
not only among capital goods but important ly also between 
such goods and the capabilit ies of people" . 
Progress is fundamenta^the result of human effort . If 
a country is unable to develop its human resources , it 
cannot develop much else, whether it be a modern pol i t ica l 
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and social s tructure , a sense of national unity, or higher 
s tandards of mater ia l welfare. Countries are under-
developed because most of their people are 
underdevelopeci , having no opportunity of expanding 
their potential capaci t ies in the service of society. The aim 
of a strategy of human resources development is to build 
the skills and knowledge required for resource 
development , for economic , social , cultural and polit ical 
growth and to provide avenues of part ic ipat ion in the 
creat ion of a better society for all who seek them. The 
accumulat ion of human capital maight start with formal 
educat ion which could vipe out i l l i teracy among the masses 
to make the people real izing their responsibi l i t ies . Human 
resource development may make people more receptive to 
modernizat ion as their contributions to it are enlarged. In 
all modern societ ies , human resources are developed for 
socia l and poli t ical as well as economic ends, and indeed 
h u m a n development is an end in itself. Human capital 
format ion does not end with formal educat ion. Most 
manager ia l , technical , and craft skills, for example , are 
developed on the job much more effect ively than in 
vocat ional schools . Japan made an initial heavy investment 
in developing an educat ional system and this has certa inly 
paved the way for later accelerated economic development . 
India is an industr ial izing country even though the 
majori ty of her populat ion might still be engaged in 
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agriculture. Consequently, its economic development is 
dependent upon both improvements in agr icul ture and 
industrial development along modern lines. The present 
study has revealed this important fact. The re luctance of 
the surplus manpower engaged in agricul ture to take up 
new occupations has been explained by Phelps Brown as 
fol lows: " Those who can stay on the land have seldom been 
will ing, short of s tarvation, to leave it for employment as 
wage earners: the poorest peasants have been re luctant to 
commit themselves to work in the factory even though they 
can earn more there. 
Manpower Planning 
The util ization of manpower is the process of 
matching men and work in accordance with their level of 
development . Thus, a comprehensive m a n p o w e r policy 
would encompass all programmes or act ivi t ies directly 
related to the development, maintenance and ut i l izat ion of 
the labour force and a cohesive manpower pol icy would call 
for a logical and consistent strategy to guide a l l "act iv i t ies 
along these lines. Manpower planning is the methodica l 
designing of policies and programmes for the deve lopment 
and util ization of the human resources of country in 
relat ion to its economic development . It has to be 
integrated with economic and educat ional planning. An 
essential element of human resources is m a n p o w e r 
assessment and a general populat ion censes could be useful 
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in making manpower data available as it c lassif ies workers 
by occupat ions . For a comprehensive study on human 
resources ut i l izat ion in various occupat ions , data from 
dif ferent sources need to be consulted and analysed for 
reaching certain valid conclusions. A number of factors 
have to be taken into account while determining the 
ut i l izat ion pattern. Human resources uti l ization should 
also be taken into account the underemployed and 
unemployed manpower which constitute the hidden saving 
potential . In India, rational and effective uti l ization of 
human resources is the most neglected aspect of manpower 
planning. For purposes of manpower planning, educat ion 
and training programmes should serve a number of 
purposes . Manpower planning is the process of developing 
and determining object ives, policies and programmes that 
wil l develop, utilize and distribute manpower so as to 
achieve economic and other goals. It includes developing 
the necessary organizat ions and inst i tutions required to 
execute manpower programmes. 
Objectives of Manpower Planning in Indian context 
In the words of Harbinson, " In the broadest terms, 
manpow er Po//'^. should be concerned with development , 
maintenance and uti l ization of actual or potent ia l n u m b e r s 
of labour force , including those who are fully and 
product ive ly employed as well as those who experience 
diff iculty in getting work" . A comprehensive manpower 
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policy should encompass all programmes or activities 
directly related to the development , maintenance and 
uti l izaiton of the labour force and a cohesive manpower 
policy would call for a logical and consis tent s trategy to 
guide all activities along these lines. 
The fol lowing are the basic charac ter i s t i cs of the 
Indian economy that are relevant to the present research 
study: 
(i) populat ion explosion, (ii) excess ive dependence on 
agriculture, and (iii) under-ut i l izat ion of human 
resources . The stock of capital , human and mater ia l , 
could be increased quanti tat ively and qual i tat ively 
by augmenting the rate of investment . The human 
capital could be augmented by providing better 
training and educat ion to the people and the 
material capital could be augmented by str iking a 
balance between agricultural and industr ia l sectors 
by transforming the economy from agr icul tura l to 
industrial and by improving the per capi ta income 
of the nation. In an under-developed e c o n o m y , the 
idleness of labour is more or less a na tura l 
phenomenon because the pooling of economic 
activities and the output within a family or more 
extensive groups which frequent ly a c c o m p a n i e s the 
subsistence or near subsistence product ion provides 
for the economical ly redundant members of the 
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community. In the developing economies , like India 
the main problem is that of a switch-over from the 
primitive to the most advanced machineries and 
processes . This change-over in the space of a few 
years requires a gigantic task of manpower 
development , the success of which depends on 
meticulous planning, wise investment in educat ion 
and concerted effort to use scarce human skills 
effect ively. 
India has experienced rapid growth in populat ion, and 
backwardness of agriculture due to excessive dependence , 
under ut i l izat ion of human resources (both manpower and 
woman power) , and the difficulties experienced in 
switching over from the agricultural occupat ions to other 
segments of the Indian economy. Hence , the manpower 
policy must be comprehensive and must take into account 
the vocat ional , technical and cultural dimensions of the 
re la t ionship between economic development and manpower 
development . India does not possess skilled and highly 
mot ivated manpower to embark upon an ambit ious 
programme of economic development by borrowed raw-
mater ia ls and machinery. It is a vast country with 
abundant natural resources which could be mobil ized by 
proper development is fundamental ly similar to planning 
for the intel l igent uti l ization of other resources . 
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Human Resource Management and Global Business 
Environment 
As is evident from above discuss ion Human 
Resource Management plays a s ignif icant role in the success 
of a business. Human resource is the most vital resource of 
a business . It is the most valuable assets of a organisat ion. 
In case of business entreprise the s igni f icance and role of 
human resource management can not be over emphasised 
.However the human resource management is a chal lenging 
activity. The successful management depends greatly upon 
the ability to predict , control and direct behaviour towards 
business goal. The human resource m a n a g e m e n t is the key 
to the success of a business. 
Human resource management entai ls guiding the 
human resource towards attaining organisa t iona l object ives 
with a high degree of commitment , morales and sat is fact ion 
of personnel concerned. Earnest Pale views m a n a g e m e n t "as 
the process of getting things done through other p e o p l e " . 
Human resources contr ibute s igni f icant ly in the 
product ion of goods and services in an organisat ion. 
Physical and monetary resource by themselves cannot 
contr ibute towards organisat ional growth and development . 
It is through combined and concerted effort of people that 
monetary and material resources are harnessed to achieve 
organisat ion goals. But these efforts , att i tudes and skills 
id 
have to be well coordinated to optimise the effect iveness of 
human resource to meet greater chal lenges. 
Experience shows that the quality of human 
resource management mainly determines the rate of 
economic progress in a country. The enterprise is a 
communi ty of human beings. Its performance is largely 
determined by the performance of human beings and human 
resource performance is the result of human resource 
management . Management of a highly product ive input like 
human resource is very much crit ical . In fact, eff ic ient 
management of human resource has been a concern of many 
enterprises . It has been recognised that progress in 
important sectors of the economy is outcome of the dynamic 
init iat ives taken by its manpower. The desire for the 
upl i f tment of the people of a developing economy needs the 
vi tal support of its manpower. This has made the human 
factor in the process of development as the key input of 
management . The development effort of management 
remains futile if human resource- is not directed in a 
posi t ive way. Human resource is the key factor of 
p r o d u c t i o n ^ p n it depends the productivity of other factors 
of product ion. In the absence of proper management of 
h u m a n factor , goals cannot be achieved and desired results 
can not be attained of all factors of product ion, the 
m a n a g e m e n t of manpower is the most chal lenging task. It 
needs a planned effort by those who occupy the posit ion of 
i l 
responsibi l i ty and authority. Improved job per formance and 
motivat ion are the key to any organisat ional growth and 
development . Strategy of human resource development 
should offer adequate opportunit ies for full ut i l isat ion of 
human potential and talents in the key areas of business. 
In brief human resource management plays a 
crucia l role in an organisat ion in the fol lowing ways: 
(i) Sound human resource policies can help in attract ing 
and retaining the best people in the organisat ion . This 
requires proper human resource planning and its 
implementat ion. 
(ii) Appropriate recrui tment and se lect ion policies 
identifying the right people for the right jobs and make 
sure they are placed in suitable posit ions. 
(iii) Scientif ic performance appraisa l , t ra ining and 
development policies to develop the needed skill, 
knowledge and attitude of the people towards greater 
organisat ional ef fect iveness . 
(iv) Effective human resource policies also motivate 
organisat ion for improved task and per formance . 
Human resource management has become very 
technical and sophist icated subject more than the 
n 
management of physical resources and technology. The 
term homeostasis is related to maintaining a constant level 
of inner tissue of body like oxygen, temperature and 
internal needs. It suggests that organism wants to achieve 
biological equil ibrium which is possible by avoiding 
tensions of external disturbances to a minimum possible 
level and maintaining constant supply of food needed for 
the survival and growth of organism. The human beings try 
to maintain a constant level of physical and social 
environment . The equil ibrium is disturbed due to some 
forces influencing the individual 's inner physical and social 
environment . Individuals anticipate and perce ive these 
dis turbances and try to minimise their effects . They like 
comfortable environment and attempt to restore the 
environment if it is lost or reduced. The cons is tency is not 
rigid, it is an equil ibrium of mental set up cons ider ing the 
various needs of self, and social structure. The cons tancy or 
equi l ibr ium may be changing as per change in the 
environment . The individual employees need res tor ing or 
adjustment of different factars influencing his menta l and 
physical environment. Desire to maintain cons tancy or 
equi l ibr ium may create repulses or conflicts at other places 
or in the minds of other individuals and employees . 
Management will have to provide equil ibrium or constancy 
of mental and social environment while minimis ing the 
confl icts and strength. 
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Environment affect ing the equi l ibr ium may be 
his biological needs, physical condit ions and social set up. 
The employees will have to work within the premises of 
these factors to get maximum sat isfact ion of equil ibrium 
while working in the organisat ion, he faces conflicts and 
stresses . The management has to minimise these conflicts 
and stresses by applying their suitable techniques. 
Environmenta l changes are constant but not rigid the 
factors of environment inf luencing equi l ibr ium of 
employees are analysed for suggest ing suitable measure to 
provide maximum sat isfact ion or equil ibrium to employees. 
The foregoing analysis highlighted the contextual 
nature of management pract ice , and the problems of 
fo l lowing general recipes for success. In doing so it has 
tended to cast doubt on the 'Holy Grail ' of Human Resource 
Management ; that is, the links between business strategy 
and human resource management strategy. This is not to 
suggest that a strategic approach to Human Resource 
Management is impossible , t u t that it requires more than a 
few policies to bring about an effective fit that will actually 
enhance business performance . Although the rat ional 
adaptat ion of practice to strategic objectives is an al luring 
goal , it is easily f rustrated in the human resource 
management area by a range of factors over which 
management have no control , and sometimes more by 
factors over which they do have control , that is, patterns of 
work organisat ions, flexibility and employment condit ions . 
This tension within managerial objectives, as well as the 
impact- of context, helps to explain the chronic gap that 
exists between rhetoric and reality in human resource 
management practice. While human resource management 
strategies are expressed in the rational language of means 
and ends, the intractable problems of confl ict ing pressure, 
employee resistance and external pressure tend to drive a 
wedge between policy and outcomes. 
There is little doubt about the human resource 
funct ion that it will have to be responsive and outcome-
oriented in the twenty-first century. Its impact should be 
measurable and human resource programmes have to be 
more answerable in shorter and longer-term perspect ives . It 
is already focusing on organisation building and creat ing a 
learning organisation based on trust, openness , 
proact iveness , initiative, authenticity and fairness . In 
addit ion, it would have to discover the real cus tomer of 
human resource work a n d ' t o serve the value chain of the 
business. 
There are two perspectives through which the 
ef fect iveness of the human resource funct ion will be 
measured in the twenty-first century. Firstly, It has to be 
effect ive in terms of specific Human Resource programmes . 
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Urich (1997) prescribes that it has to answer questions such 
as: 
a) How does human resource pract ices the market value 
of a f irm? 
b) How do human resource pract ices impact the 
intel lectual capital of a f irm? 
c) How can investment in human resource pract ices be 
directly related to growth, cost, or other f inancia l 
variable? 
d) What is the economic impact of using human resource 
pract ices to create a shared mindset , more eff ic ient 
t ransact ion, or committed employees? 
e) What is the economic impact of not invest ing in 
human resource pract ices? 
Secondly, it has to realign its human resource 
policies and pract ices with the new competi t ive reality of 
the business and has to inculcate cultural values in 
organisat ion in that direction. Beer (1997) recommends that 
human resource funct ions has to faci l i tate " far higher levels 
of (1) coordinat ion across funct ions, business units, and 
borders ; (2) employee commitment to cont inues 
improvement ; (3) general management and leadership 
competence ; (4) creat ivity and entrepreneurship ; and (5) 
open communica t ion . " Further he foresees a growing 
real isat ion on the part of CEOs that " the ir human resource 
funct ion is expensive and ill equipped to help them build a 
competi t ive organisat ion." This will surely set the stage for 
a major transformation of the human resource funct ion. 
In this competit ive world, human resource 
management will gain center stage b}/^  determining and 
making available the skills and mot ivat ion required by 
organisat ions . The trade-off between di f ferent human 
resource inputs has to be well understood with a strategic 
intent, and newer competencies have to be acquired by 
human resource professionals . 
Moreover, human resource funct ionar ies have to 
develop a fuller understanding of human resource 
instrumental i t ies and their operat ional isat ion. At the same 
time, they have to be well aware about the dynamics of 
change in an organisat ional setting. These processes have to 
go simultaneously reinforcing each other. More 
importantly, human resource mechanisms and decis ions are 
not an end in themselves; rather they are fac i l i ta tors of 
coordinated effort i towards organisat ional exce l lence . This 
has to be well understood by human resource funct ionar ies 
and top management involving line managers . 
Nevertheless, the leadership issue will remain 
vital for the survival and success of the organisat ion , and 
vision and posture of the leader will be crucia l for 
chanel l is ing people's energies towards organisat ional 
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results and in determining human resource orientations and 
h u m a n resource outcomes. It will help human resource to 
redef ine its posit ion, status and agenda in the arrangement 
of things in the twenty-f irst century's organisat ion. It will 
go a long way in serving organisations and society at large, 
with a catalytic input. The research project aims at studying 
h u m a n resource .management in food Processing Industry 
with special reference to Heinz. Thus the fol lowing chapter 
has been devoted to analyse the trends in the growth and 
per formance of food processing industry in India. 
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Performance and Growth of Food Processing Industry in India 
In the preceding chapter , a detai led review of 
var ious aspects of human resource m a n a g e m e n t has been 
made. To make the study more meaningful , the present 
chapter is devoted to an analysis _ of growth and 
performance of Indian food processing industry to prepare a 
background to study the human resource m a n a g e m e n t in 
food processing industry in India. 
The food processing industry is an important 
segment of industries in India and has its own pecul iar i t ies 
like other industries. Because food is a sensit ive commodi ty 
and is one of the basic necessit ies of human lives, it directly 
affects human health and safety. It therefore , calls for 
spec ia l care in handling right from raw mater ia ls through 
process ing and packing and transport to the c o n s u m p t i o n 
point . The production and processing of food have been the 
tradit ional occupations of the countrymen f rom time 
immemorial . 
As is evident from the ancient mytho log ica l and 
histor ical l i teratures, organised effort to boost product ion in 
pre- independence period was started by the then 
government in 1871. Department of Agricul ture was set up 
at central and provincial levels and various programmes 
were launched such as land reforms, init iat ing i rr igat ion 
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projects , emphasis on research, education and marketing and 
creat ion of a Department of Food in 1942. In the planned 
post - independence period, evolution of revolutions in the 
form of green, white, blue, yellow and brown have ushered 
in an era of abundance of agricultural produce and animal 
products and have provided an impetus for rapid growth of 
hi therto stagnant food industry in the country. The cycle 
created by the enhanced agricultural product ion has proved 
to be mutually benefic ial for producers and food processing 
industry. 
When viewed from the nat ional scenario , this is a 
welcome change as India is predominantly a country of rural 
base . Initially, as it is well known, the processing of food 
was done at cottage or community level. However , with the 
change in socio, cultural and economic scenario , there has 
been an apparent shift in the food habits , result ing in 
demand for highly processed foods involving sophist icated 
technology. A wide range of products such as canned 
products , both vegetat ive and animal origin, nutr i t ious 
foods , fast foods, beverages and organic foods are being 
produced in the country and the industry has diversi f ied 
t remendously in the past few decades. It can thus be seen 
that the food industry has its sound linkages from farm to 
factory level. Food process ing industry in India is 
comprised of three groups viz. primary food process ing , 
unorganised and cottage scale industries and processed food 
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industr ies . The first of predominant ly 
about 79 ,000 rice hullers , 2 ,66,000 flour (chakkis) , 10,000 
(dal) pulse mills and 2 ,20 ,000 oil mills. The unorganised 
sector is dominated by 54,000 bakeries , 15 ,000 tradit ional 
food units and 5,000 fruit, vegetable and spice process ing 
units. There are about 18,000 manufacturing units in the 
organised sector, producing a variety of food products 
valued at over Rs. 80 billion. Food process ing industry 
ranks fifth in terms of contr ibution to value-addit ion, but 
tops in the list in terms of employment content with 1.2 
mil l ion employed persons contributing 19 per cent of the 
country ' s industrial labour. Further, this industry 
contr ibutes 19 per cent of the total number of manufac tur ing 
units , 13 per cent of output and 6.4 per cent of the value-
added products . In sharp contrast to other sectors , food 
industry accounts for only 5.2 per cent of the total 
investment in the industry in whole of the country. The 
most s ignif icant point is that food processing industry has a 
high employment potential with s ignif icantly lower 
investments . Food processing industry, thus, is an 
important segment of the industries in India. 
Food processing industry is so wider in its 
coverage that sometimes it becomes compulsory to draw a 
line because whatever is consumed by human being is 
directly or indirect ly through food processing industry. In 
the fol lowing pages, an attempt has been made to assess the 
growth of food processing industry by examining the sal ient 
features of the following industries that const i tute the food 
process ing industry. For convenience of study, these 
specific and selected industries have been grouped in 
fol lowing major categories: -
1. Tea 
2. Beverages 
3. Milk and Milk Processing 
4. Poultry and Egg Processing 
5. Grain Processing 
6. Fisheries 
7. Meat Processing 
8. Fruits and Vegetable Processing 
9. Sugar 
10. Vanaspat i and Edible Oils 
11. Other Food Products 
Tea Industry 
Tea is one of the important sources of re f reshment 
in the life of human being. It was discovered in C h a n g - J i a n g 
valley of China in the century A.D. It became a popular 
beverage since the beginning of the century A.D. Tea 
industry is one of the earliest industries in India developed 
by British. Its development on scientif ic lines s tarted with 
the establishment of the business enterprise Tockla i 
Experimental which was set up in Assam in 1911. At that 
time tea was not popular in India and therefore it was 
lafi 
mostly exported. After independence tea as an export-
oriented industry started earning much needed foreign 
exchange. As a result it occupied crucial position in the 
nat ional economy of India. 
India has been the largest producer of Tea in the world 
for decades as shown in (Table 2.1). 
T a b l e 2 . 1 
P r o d u c t i o n of Tea f rom 1951 - 98 ( M i l l i on Kg ) 
C o u n t r i e s 
1951 
Qty . % a g e 
1 9 7 5 
Qty . % a g e 
1 9 9 0 
Qty . % a g e 
1996 
Qty. % a g e 
1998 
Qty . % a g e 
2 0 0 0 
Qty. 
% a g e 
India 2 8 5 4 3 . 6 4 8 7 2 6 . 4 7 2 0 2 9 . 6 7 8 0 3 0 5 8 7 0 3 0 . 7 N A 
Sri L a n k a 1 4 8 2 2 . 7 2 1 3 1 1 . 7 2 3 4 9 . 6 2 5 9 10 1 2 8 0 9 . 4 N A 
Ch ina 6 5 1 0 . 0 2 1 1 1 1 . 4 5 4 0 2 2 . 2 5 9 3 2 3 . 2 6 3 5 2 2 . 4 N A 
I n d o n e s i a 4 7 7 . 2 7 1 3 . 8 1 4 5 6 . 0 1 2 1 4 . 7 1 1 6 4 . 1 N A 
K e n y a 7 1.1 5 7 3 . 1 1 9 7 8 . 1 2 5 7 1 0 . 0 2 9 4 1 0 . 4 N A 
W o r l d 6 5 3 1 0 0 1 8 4 8 1 0 0 2 4 3 4 1 0 0 2 5 6 0 1 0 0 2 8 3 2 1 0 0 N A 
Source : (i) Tea Statistics, Tea Board of India 
Tea production is largely restricted to Asia & Africa. 
There are about 20 Tea producing countries but principal 
producing countries of Tea include India, China, Sri Lanka, 
Kenya and Indonesia. These five countries produced 77.5 
percent of world's total tea production in 1998 as shown in 
Table (2.1.). India and Sri Lanka produce mainly 'Black 
Tea' , which is taken with sugar and consumed mainly in 
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Europe and America. China produces 'Green Tea ' which is 
taken without milk or sugar after brewing with boiling 
water . It is widely consumed. India and Sri Lanka are 
tradit ional competitors . While China and Kenya have 
emerged as a competitor in the last two decades . 
It is further exhibited from the data that India had 
the largest share in world's production of Tea, fo l lowed by 
Sri Lanka and China till 1975. After 1975, China has 
occupied the second position in world product ion of tea. 
During the period of 5 decades, the product ion of tea in 
India has more than trippled i.e. from 285 mil l ion kgs in 
1951 to 870 million in 1998, indicating an overal l rise of 205 
percent . However India's share in world 's product ion of tea 
has come down from 44 per cent in 1951 to 31 per cent in 
1998. Like India, Sri Lanka's share has also decl ined from 23 
per cent in 1951 to 10 per cent in 1998. Shares of China and 
Kenya have shown tremendous increase i.e. a nine fold 
increase. 
Tea cult ivation and processing are labour intensive 
involving the work of field preparat ion, weeding, m a n u r i n g , 
pruning and picking which goes on all the year round on tea 
estates. This is particularly important for labour surplus 
country like India. Tea industry has been an important 
source of employment in India since independence , which is 
clear from (Table 2.2.). 
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T a b l e 2.2 
S h o w i n g L abou r - F o r c e i n T e a I n d u s t r y i n I n d i a 
During 1951 - 95 
Y e a r 1 9 5 1 1 9 6 1 1 9 7 1 1 9 8 1 1 9 9 1 1 9 9 5 2 0 0 0 
N o . o f 
L a b o u r 
E m p l o y e d 
1 0 1 8 0 0 0 8 2 2 8 3 4 7 6 6 5 9 3 8 4 9 2 0 6 1 0 4 5 7 1 1 1 2 2 0 4 5 2 N A 
Source : Indian Labour Statistics, Ministry of Labour, Govt, 
of India. 
The table shows that number of labour employed 
in this industry was 1018000 in 1951 which declined over a 
period of time. There have been fluctuations in different 
years. But since 1981, it started providing more and more 
employment. This means increase in tea production has not 
improved employment situation in India in the past. This is 
because of change in composition of different methods of tea 
production as shown in (Table2.3.). 
Data computed in the table 2.3 below shows that 
the total production by orthodox method, which is more 
labour intensive, has come down from 57 per cent in 1961 to 
12.7 per cent in 2000. Share of C.T.C. method has increased 
from 34.2 per cent in 1961 to 86.2 percent in the year 2000. 
Production by application of other methods has been 
continuously decreasing. From 8.8 per cent of total 
production of tea in 1961,the contribution of other methods 
came down to account for just 0.9 per cent in 2000. 
lafi 
T a b l e 2 . 3 
I n d i a ' s P r o d u c t i o n o f T e a : D i f f e r e n t M e t h o d s 
( Mil l ion kgs) 
Y e a r C T C O r t h o d o x O t h e r s T o t a l 
Q t y . % Q t y . % Q t y . % Q t y . % 
1 9 6 1 1 2 0 . 9 3 4 . 2 2 0 1 . 4 5 7 3 0 . 9 8 . 8 3 5 3 . 2 1 0 0 
1 9 7 1 2 3 9 . 1 5 4 . 9 1 7 4 . 9 4 0 . 2 2 1 . 4 4 . 9 4 3 5 . 2 1 0 0 
1 9 8 0 3 5 7 . 3 6 2 . 8 2 0 4 . 2 3 5 . 8 7 . 5 1 . 4 5 6 9 . 0 1 0 0 
1 9 9 0 5 7 5 . 2 7 8 . 9 1 3 6 . 9 1 9 . 0 8 . 2 1 . 1 7 2 0 . 3 1 0 0 
1 9 9 7 6 9 9 . 1 8 6 . 2 1 0 3 . 2 1 2 . 7 8 . 7 1 . 0 8 1 1 1 0 0 
1 9 9 9 6 7 5 . 8 9 0 . 1 6 6 . 2 8 . 8 7 . 4 0 . 9 7 4 9 . 4 1 0 0 
2 0 0 0 6 7 6 . 9 8 6 . 2 1 0 0 . 0 1 2 . 7 7 . 5 0 . 9 7 8 4 . 4 1 0 0 
Source: Tea Statist ics, Tea Board of India 
India is not only the largest producer of tea but it is 
also a big exporter of tea it occupies posi t ion in world 
export of tea. 
In spite of the fact that total quantity of export in 
comparison with the improvement in the total tea 
product ion of India, has not shown any a p p r e c i a t i o n . Tea 
industry has contributed a s ignif icant amount of fore ign 
exchange to the national exchequer. Table 2.4 c lear ref lects 
that the value of exports has increased from Rs 260 mil l ion 
dollars in 1960 - 61 to 433 million dollars in 2 0 0 0 - 01 
registering an increase of 66.5 per cent during the period. 
This increase is partly also because of the fact that there has 
been an increase in sales price of tea. But in terms of 
quantity of exports it has not increased much, in the year 
1960 - 61 India exported 199.2 million kgs of tea whereas the 
export in the year 2000 was 202.2 thousand tonnes(Table2.4) . 
Which means with the increase in the production of tea the 
export are not increased so rapidly because of following 
factors. 
» 
1. Stagnancy in India's tea export is mainly because of 
severe price cut by competitor countries like Sri Lanka, 
China and Kenya. The cheaper price of tea is due to 
lower cost of production in these countries; 
2. Phenomenal increase in population and improvement 
in per capita consumption of tea in India is another 
factor. In the year 1951 domestic consumption was only 
75thousand tonnes as compare to 658 thousand tonnes 
in the year 2000,showing an overall increase of 729 per 
cent. This higher consumption of tea in domestic sector 
reduced the surplus for exports. 
T a b l e 2 . 4 
S h o w i n g I n d i a ' s T e a E x p o r t s 
Y e a r Q u a n t i t y (OOO' tonnes) V a l u e ( m i l l i o n d o l l a r s ) 
1960 - 61 
1970 - 71 
199.2 
199.1 
260 
196 
lafi 
1 9 8 0 - 8 1 2 2 9 . 2 5 3 8 
1 9 9 0 - 9 1 1 9 9 . 1 5 9 6 
1 9 9 5 - 9 6 1 5 8 . 7 3 5 0 
1 9 9 9 - 2 0 0 0 
2 0 0 0 - 2 0 0 1 
1 7 9 . 3 
2 0 2 . 3 
4 1 2 
4 3 3 
Source : Economic Survey and Annual Report Ministry of 
Agriculture. Govt, of India. 
Tea industry in the present study, include coffee 
too. India's share in world 's product ion of coffee ranges 
between 3 and 4 per cent. 
The below mentioned Table 2.5 reveals that India 
has made remarkable growth in the product ion and export of 
coffee in the last decade. Total coffee product ion was 170 
thousand tonnes in 1990-91 , which has increased to 301 
thousand tonnes in 2000-01 indicat ing a growth of 77 per 
cent during the period. Coffee product ion, being labour 
intensive generated employment to the tune of 36,667 
mandays on a daily basis during 1995. It is direct 
employment only. It also provides indirect jobs in 
transportat ion and trading. 
Coffee has also been an important fore ign exchange 
earner in India. Export of coffee has been cont inuously 
increasing from 100 thousand tonnes in 1991 to 247 thousand 
tonnes in 2000-01which means an increase of 147 per cent 
lafi 
over 1990-91. In 2000-01, India earned foreign exchange of 
about 333 million dollars in the year 2000-01 as compare to 
108 million dollars in the year 1990-91 showing an increase 
of about 208 per cent. 
T a b l e 2 . 5 
T a b l e S h o w i n g P r o d u c t i o n , C o n s u m p t i o n a n d E x p o r t o f 
C o f f e e V a l u e $ M i l l i o n ( Q t y . t h o u s a n d t o n n e s ) 
Y e a r P r o d u c t i o n E x p o r t D o m e s t i c C o n s u m p t i o n 
Qty. Va lue 
1 9 9 0 - 9 1 1 7 0 1 0 0 1 0 8 5 4 
1 9 9 6 - 9 7 2 0 5 1 8 1 4 5 2 5 5 
1 9 9 8 - 9 8 2 6 5 2 1 2 4 3 1 5 0 
1 9 9 9 - 2 0 0 0 2 9 2 2 4 5 4 4 7 5 0 
2 0 0 0 - 2 0 0 1 3 0 1 2 4 7 3 3 3 5 5 
S o u r c e : Economic Survey, Govt, of India. 
J ' 
Coffee however has now entered a of 
free market. It, therefore, faces keen compet i t ion and 
countr ies are eying each other to market coffee at the lowest 
possible pr/ce. 
The above account clearly reveals that there exists 
scope for expansion of output of tea and Coffee in India both 
for internal consumption and exports. For increas ing output 
it is essential that human resource must be uti l ised 
eff ic iently and effectively. 
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Beverages Industry 
Beverages industry, in this study, consist of beer 
and alcoholic beverages . Liquor made in India is 
categorised as beer, country l iquor arid Indian made foreign 
l iquor (IMFL). Product ion consists of wine, Whisky, Rum, 
Vodka, Gin, and Brandy etc. Country liquor is made from a 
variety of raw material and is known by dif ferent names in 
different parts of the country. Liquor industry has always 
been under strict government control and in terms of 
capaci ty creat ion as well as distr ibution as shown in (table 
2 . 6 ) . 
Tab le 2.6 
T a b l e S h o w i n g P r o d u c t i o n o f B e e r (Million Tonnes) 
Y e a r O u t p u t 
1980-81 147.4 
1990-91 203.2 
1996-97 425.0 
1997-98 434.6 
1999-2000 363.2 
2000 - 2001 289.0 = 
Source: Monthly Abstract of Stat ist ics , CSO 
Data recorded in the above noted table clearly 
reveals that beer product ion increased from 147.4 million 
liters in 1980 - 81 to 434.6 mill ion liters in 1997 - 98 then 
reduced to 289.0 in 2000 - 2001. which is due to the fact that 
l iquor being the state subject , excise pol i c ies / dut ies / 
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l isencing system etc. are in the domain of the state 
government . They have plethora of roles and regulat ions 
and often in contradict ion of those obtaining in other states. 
All for political gains some states declare their terr i tory as 
'dry 'which definitely reduces liquor product ion. Other staes 
may remain 'wet ' l ikewise some states enforce prohib i t ion 
policy while other pay lip services to such policy. This has 
resulted in slovv^ grov^^th of the domestic alcoholic beverages 
industry as shown in (table 2.6). 
It is observed from data noted in table below 
(table 2.7) that Indian Made Foreign Liquor product ion 
increased from 24.6 million liters in 1994 - 95 to 51 .2 mil l ion 
liters in 2000 - 2001 showing an increase of 108 per cent over 
a period of 6 years. Production of country l iquor has 
increased 305 per cent over a period of 6 years f rom 1994 -
95 to 2000 - 01. 
Tab le 2.7 
Tab le Show ing Product ion of I M F L and Count ry L i quo r 
(million l i tres) : 
Y e a r I M F L C o u n t r y L i q u o r 
1 9 9 4 - 9 5 24,6 15.6 
1995 - 96 24.1 23.5 
1996 - 97 28.8 23.9 
1997 - 98 40.0 31.5 
1999 - 00 43.2 58.0 
2000 - 01 51.3 63.2 
Source: Monthly Abstract of Statist ics , CSO. 
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There are 36 beer units producing 4 lakh kiloliters 
beer per annum. The production of alcoholic drinks from 
non-molasses is very small. However, such drinks are now 
becoming popular in the domestic market. This industry has 
also contr ibuted signif icantly, approximately Rs. 18 ,000 
crore per annum to the state exchequer by way of levies, 
duties and taxes. 
Exports of Alcoholic beverages have shown a consistent 
increase from 1993-01 
T a b l e 2 . 8 
T a b l e S h o w i n g E x p o r t o f A l c o h o l i c B e v e r a g e s 
Y e a r V a l u e 
1993 - 9 4 44.63 
1995 - 9 6 43.84 
1998-99 69.84 
1999- 00 69.11 
2000 - 01 163.3 
Source : Export Stat ist ics , APEDA 
Exports have increased from Rs. 44 .63 crores in 
1993 to Rs. 163.3 crore in the year 2001 registering a growth 
of 265 per cent over 1993. as Shown in the ( table2.8) . 
M i l k a n d M i l k P r o d u c t s 
India is the largest producer of milk in the 
World. India 's successful 'operat ion f lood' programme has 
lafi 
put India on the worlds dairy map. Thanks to co-operat ive 
movement , which had a small beginning. Now it links 
millions of farmers around the country into 70 thousand 
dairy societies. At present 46 per cent of the total milk 
production is consumed as liquid milk and the remain ing 54 
per cent is converted into milk products . The share of the 
organised sector is less than 10 per cent. The processed 
milk food sector is slowly expanding with new products 
like casein, dairy whiteners and dif ferent type of cheese . 
The product ion of milk and milk products has 
been exhibited in the following (table2.9) . 
T a b l e 2 . 9 
S h o w i n g M i l k P r o d u c t i o n & M i l k P r o d u c t s i n I n d i a 
( T h o u s a n d T o n n e s ) 
Y e a r M i l k P r o d u c t i o n 
( M i l l i o n T o n n e s ) 
M P M M F C M C h e e s e T o t a l M i l k 
P r o d u c t s 
1 9 9 1 5 5 7 1 5 0 4 1 8 1 2 5 2 1 0 6 
1 9 9 2 5 8 0 1 6 5 4 1 8 4 2 9 2 1 9 3 
1 9 9 3 6 0 6 1 8 5 3 2 7 8 3 1 2 2 7 9 
1 9 9 4 6 3 8 1 9 5 4 4 8 1 4 0 2 5 1 1 
1 9 9 5 6 6 2 2 0 0 4 8 . 9 2 4 0 2 6 1 2 
1 9 9 6 6 9 1 2 1 0 5 3 9 3 4 0 2 7 6 3 
1 9 9 7 7 1 9 2 1 5 5 5 7 8 7 0 2 8 4 8 
1 9 9 8 7 5 2 2 2 2 6 5 9 0 5 0 3 0 1 0 
1 9 9 9 7 8 1 2 2 5 6 6 11 0 5 0 3 0 7 0 
2 0 0 0 8 0 1 2 3 0 6 7 11 5 7 5 3 1 6 0 
2 0 0 1 Expected 8 4 9 2 3 5 6 8 12 0 8 0 3 2 3 0 
Annual Report , Ministry of Food Process ing 
Industry 
S o u r c e : 
M P 
C M 
Milk P o w d e r s 
C o n d e n s e d Milk 
M M F - M a l t e d Milk F o o d 
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Production of milk in the year 1991 was 55.7 
mil l ion tonnes which increased to 84.9 million tonnes in the 
year 2001 . Registering a growth of 52.42 per cent in the last 
decade whereas the production of the milk products has also 
showft consistent increase in the last one decade. 
P o u l t r y a n d E g g P r o c e s s i n g 
The Indian poultry sector has also made a 
t remendous progress over the period of time under review. 
It has transformed itself from a backyard farming area into 
one of India 's largest food sectors. Change in food habits, 
r is ing acceptabil i ty of eggs among vegetarians and middle 
class with additional purchasing power are the factors , 
which have led to the increase in the demand for eggs. The 
country produced 33000 million eggs in the year 2000 and 
the rise in demand is 10 per cent per annum. Egg 
product ion is showing an annual growth of 15 per cent. The 
poultry sector has grown 75 per cent over 1994. The data 
ment ioned in the table 2^10 given below, exhibits the 
product ion of eggs, broilers and poultry meat .The 
product ion of broilers has increased from 330 mil l ion in the 
year 1994 to 700 million in 2001 registering a growth of 112 
per cent where as the production of poultry meat has 
increased from 442 in 1994 to 775 million tonne? in the year 
2000 showing an increase of 75 per cent over the 1994 as 
shown in table 2.10 
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T a b l e 2 . 1 0 
S h o w i n g P r o d u c t i o n o f E g g s & P o u l t r y , B r o i l e r & P o u l t r y 
M e a t 
Year Eggs Broilers Poultry Meat 
(Million) (Million) (thousand tonnes) 
1994 26049 330 442 
1995 27275 350 578 
1996 28162 400 480 
1997 30000 450 600 
1998 31000 500 675 
1999 32000 550 725 
2000 32500 600 775 
2001 33000 700 -
Source: Annual Report , Ministry of Food Processing 
Industry, Govt, of India. 
G r a i n P r o c e s s i n g 
India is the second largest producer of rice, 
producing 22 per cent of the world 's total rice product ion. 
India occupies fourth position in world, growing 8 per cent 
of the world's total wheat as mentioned below in table 2.11. 
Pulses are also grown in India. A part of the product ion of 
these grains is c o n s u m e d by s e c o n d a r y a n d te r t ia ry s e c t o r 
for p r o d u c i n g c o n f e c t i o n e r y and b a k e r y p r o d u c t s . 
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T a b l e 2 . 1 1 
S h o w i n g G r a i n P r o d u c t i o n i n I n d i a 
( m i l l i o n t o n n e s ) 
Year Rice Wheat Pulses 
1970- 71 42,2 23,80 11,80 
1980- 81 53.6 36,10 10.60 
1990-91 74.29 55,14 14 26 
1995-96 76,98 62.10 12.31 
1999-2000 89,68 76,37 13.41 
2000-2001 84,87 68,76 10.67 
S o u r c e : Annual Report, Ministry of Agriculture 
It is observed from the data mentioned in the 
above mentioned (table 2.11) that the product ion of rice in 
2 0 0 0 - 0 1 has increased 101 per cent over 1970-71 , the 
product ion of wheat has registered growth of 188 per cent 
s ince 1970-71 , whereas the production of pulses is more or 
less constant showing marginal f luctuations. There has not 
been any signif icant increase in the capaci t ies of value 
addit ion to these grainsin the last 5 years. The total number 
of modernised rice mills"is 35000. In addition, there are 
13000 hul lers- come- shellers, which help in recover ing good 
quality rice bran oil for extraction. To give a boost to 
thisvalue adding sector, the Rice Milling Industr ies 
(Regulat ion) Act, 1958, has been repealed and every person is 
free to setup a rice mill in the country. Due to demand for 
salted, greeted and polished rice in the export marke t , 
part icular ly for basmati rice and rice demand in domest ic 
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sector for c leaned, salted and unit packed rice, a number of 
units have come up in the last five years . 
About 15000 pulse mills are scattered all over the 
country with a capaci ty to mill 20 mill ion tonnes of pulses. 
Wheat processing is done both in organised sector 
(20 per cent) and unorganised (80 per cent) . Wheat 
process ing output consist of whole - wheat f lour (Atta), 
white f lour (Maida) , Semolina ( R a w a / S u j i ) , and Bran. 80 -
82 per cent of output is consumed by household sector. The 
remaining 18 - 20 per cent is consumed by Food Process ing 
Industry. 
The rice milling industry is character ised mainly 
by small capaci ty mills. However, over past three decades 
some large corporate investments are made for setting up 
integrated paddy - processing complexes to utilise mainly 
by-products of paddy milling for producing rice bran, edible 
oil and energy from paddy straw and husk. 
F i s h e r i e s 
Natural ly endowed with a magnif icent coast line 
of over 8000 ki lometers and exclusive economic zone of over 
two million square kilometer of rivers and water ways, India 
has the potential to become a major player in the field of 
marine products . India has vast marine and inland 
71 
resources for fishing. Its coastal wealth has been tapped 
mostly by local f isherman to meet domestic demand. The 
organised corporate sectors has of late ventured into the 
process ing and export of marine products. It has been a 
successful operation and export of marine products 
consti tuted the largest segments of all Indian processed food 
exports today. Europe and USA offer export potent ia l of 
marine fish like Prawns, Shrimps, Tuna, Cuttle f ish. Squid, 
Octopus, Red snapper. Ribbon fish etc. There are 400 
freezing units, 15 canning units, 160 ice making units , 15 
f ishmeal plants and 500 frozen storage units in this sector. 
India has vast marine and inland water resources . A number 
of variet ies of fish are found in India. However, t radi t ional ly 
f ishing was mainly confined to small scale sector . Only over 
the last decades or so the organised corporate sector has 
become involved in the preservat ion and export of coastal 
f ish. The large potential for the fishery sector in India aided 
by attract ive export incentive offered by the government , 
has encouraged large Indian and mult inat ional corpora t ion 
to setup sea-food processing projects for exports . 
Fish production as shown in table 2 .12 has been 
on the continuous increase. The total product ion of f isheries 
i.e, marine and inland gone up from 3.84 mil l ion tonnes in 
1990-91 to 5.65 million tonnes in 2 0 0 0 - 2 0 0 1 showing a 
growth of 47 per cent over 1990-91 . 
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T a b l e 2 . 1 2 
S h o w i n g P r o d u c t i o n a n d E x p o r t o f F i s h 
( m i l l i o n t o n n e s ) 
Y e a r M a r i n e I n l a n d T o t a l E x p o r t s 
( R s . C r o r e ) 
1990- 91 - - 3.84 894 
1994-95 2.69 2.09 4.78 -
1995-96 2.70 2.24 4.94 -
1996-97 2.96 2.38 5.34 4121.3 
1998-99 2.69 2,56 5.25 4626 
1999-2000 
Provisional 
2.83 2.82 5.65 5116.6 
Source: Annual Report Ministry of Food Processing 
Industry, Government , of India. 
Data above also reveals that the exports of fish has 
increased from Rs.894 crores in 1990-91 to 5116 .6 crores in 
the year 1999-00 registering growth of more then five folds. 
M e a t P r o c e s s i n g 
India has largest cattle population in the world. In 
spite of having the largest live stock populat ion, only 4 per 
cent of buffalos and 2 per cent of other catt le 's populat ion is 
used for meat. However , the poultry and meat product ion is 
comparat ive ly low although it is increasing over the years as 
shown in the fol lowing (table2.13) . 
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T a b l e 2 . 1 3 
S h o w i n g M e a t P r o d u c t i o n i n I n d i a 
( t h o u s a n d t o n n e s ) 
Y e a r 1994 1995 1996 1997 1 9 9 8 1 9 9 9 2 0 0 0 2 0 0 1 
Mutton & 
Goat 
Meat 
637 647 669 670 675 800 825 850 
Pork 
Meat 336 420 420 420 420 464 480 495 
Buffalo 
Meat 1200 1204 1204 1205 1210 1250 1270 1300 
Other 
Cattle's 
Meat 
1290 1292 1292 1292 1295 1295 1300 1305 
T o t a l 3463 3563 3585 . 3587 3600 3809 3875 3950 
Source: Annual Report, Ministry of Food Process ing 
Industry, Government of India. 
Data r e v e a l s that the p r o d u c t i o n of m e a t 
h a s not i n c r e a s e d s ign i f i c an t ly . T h e to ta l p r o d u c t i o n of 
m e a t in the year 1994 was 3463 t h o u s a n d t o n n e s , w h i c h 
i n c r e a s e d to 3950 t h o u s a n d t o n n e s in the y e a r 2 0 0 1 
r e g i s t e r i n g a g r o w t h of 14 per cent o v e r 1994 . 
Meat exports in India have increased from 
Rs.367.43 millions in 1990 - 91 to Rs. 1553 .25 mil l ions. In the 
year 2000 - 2001 as shown in (table 2.14) 
Tab le 2.14 
Show ing Meat Export f rom Ind ia ( Rs. M i l l i o n ) 
P r o d u c t 1993-94 1994-95 1995-96 1996-97 1997-98 1998-99 1999-00 2000-01 
Buffalo 
m e a t 2 8 0 . 7 5 3 2 4 . 3 7 5 5 5 619 .04 729 .30 6 9 1 . 2 9 7 0 6 . 4 2 1375 .04 
Sheep /goat 
m e a t 62 .16 
6 6 . 0 3 5 6 . 4 2 71 .04 62 .66 78 .48 9 0 . 8 9 78.16 
Poultry 
products 11 .08 8 .87 26 .21 81 .44 88.84 51 .73 5 4 . 2 5 86.18 
Animal 
Casing 12 .47 117 .7 0 .08 12 .27 11.95 13.51 11 .69 12.29 
Processed 
M e a t 0 .95 1.27 4 .07 4 .44 2 .22 • 2 .99 4 .58 1.58 
T o t a l 367 .43 518 .24 6 4 1 . 7 8 788 .23 894 .97 8 3 8 . 0 8 8 6 7 . 7 8 3 1553 .25 
Source : Export Stat ist ics , APEDA 
F r u i t s a n d V e g e t a b l e P r o c e s s i n g 
Processed fruits and vegetables consist of fruit 
ju ices and fruit pulps, jams and jellies, pickles , ready to 
serve beverages , synthetic syrups, - squashes , tomato 
products and canned vegetables etc. India produces large 
variety of fruits and vegetables and is the second largest 
producer of fruits and vegetables in the world. However , it 
is establ ished fact that 2 per cent of fruits and vegetables 
produced in India are used by the processing industry. This 
f igure is very low as compared to the figure of 30 per cent in 
Thai land, 70 percent in Brazil , .78 percent in USA and 80 
86 
percent in Phil ippines. These figures show that there is 
large potential in India for fruits and vegetable processing. 
The following table shows that installed capaci ty of fruits 
and vegetables processing in India is as follows (table 2.15). 
T a b l e 2 . 1 5 
S h o w i n g F r u i t s & V e g e t a b l e s P r o c e s s i n g i n I n d i a 
Year Estimated Installed Capacity 
(million tonnes) 
1980 0.27 
1990 0.71 
1995 1.42 
1997 1.91 
1998 2.04 
1999 2.08 
2000 2.10 
2001 2.11 
Source: Annual Report Ministry of Food Processing 
Industry, Govt, of India. 
The capaci ty for fruit and vegetable process ing 
has grown steadily. It has increased from 0.27 mill ion 
tonnes in 1980 to 2.11 million tonnes in 2001 .The increase 
has been to the tune of 681 per cent during the period-
Export of processed fruits and vegetables from India has. 
also shown cont inuous increase. Table 2.16 below computes 
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data relating to e x p o f r u i t s and vegetables 
f rom India during 1990-91 to 2000-01. As ment ioned in 
table 2.16 
T a b l e 2 . 1 6 
S h o w i n g E x p o r t o f P r o c e s s e d F r u i t s & V e g e t a b l e s 
( R s . M i l l i o n ) 
P r o d u c t 1990-91 1 9 9 2 - 9 3 1996 -97 1997-98 1 9 9 8 - 9 9 1 9 9 9 - 0 0 2 0 0 0 - 0 1 
Dr ied and 
P r e s e r v e d 
V e g e t a b l e s 4 0 9 8 7 0 2 3 1 1 4 7 9 9 
3 8 3 0 5 8 9 9 7 3 8 2 
M a n g o 
Pulp 2 7 1 5 8 3 1 0 5 0 1 2 5 3 1 3 8 5 1 9 6 5 2 6 3 8 
P ick le & 
C h u t n e y s 1 2 8 2 8 6 5 6 4 7 6 7 7 5 9 6 8 9 9 8 1 3 6 4 
O t h e r 
P r o c e s s e d 
Fruits & 2 2 6 4 3 0 8 1 3 7 9 6 1 0 8 1 1 1 7 2 2 0 6 9 
V e g e t a b l e s 
T o t a l 1 0 3 1 2 1 6 9 4 7 3 8 7 6 1 5 1 3 8 9 2 1 8 0 3 4 1 3 4 5 3 
Source: Export Statistics APEDA. 
The f igure for exports of p r o c e s s e d f r u i t s a n d 
v e g e t a b l e s in (table 2.16) show bumper increase in their 
exports during 1990-91 to 2000-01. The value of exports 
increased from Rs. 1031 millions in 1990 - 91 to Rs. 13453 
mil l ions in 2000 - 2001 accounting for increase of more than 
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ten folds over a short span of 10 years. Moreover , the 
statistics brings out that the dried and Preserved Vegetables 
hold the highest share in the exports fol lowed by Mango 
Pulp. They together account for two third of the total 
exports of processed fruits and vegetables . 
S u g a r I n d u s t r y 
Sugar has been the valuable article of the diet of 
million of people in the household sector and a sweetening 
agent in the food processing sector in the last few years 
part icular ly with the expansion of soft drinks and 
confect ionery industry^ the art of making sugar was first 
discovered in India between the fourth and sixth centuries . 
However for all pract ical purposes , the advent of modern 
sugar processing industry by direct vacuum-pan method in 
India may be said to have started with the adopt ion of a 
policy of discr iminating protect ion by the government of 
India in 1932 by enacting the Sugar Industry Protect ion Act 
1932. This led the foundat ion for what proved later to be 
dynamic enterprise of gigantic dimension with profound 
economic value. In the mid-thirt ies , a number of sugar mills 
sprang up in U.P. and Bihar. 
In India sugar is produced from sugarcane , which 
is grown under both tropical ( Maharashtra , Tamil 
and Karnataka) and sub tropical areas ( U.P., Bihar, Haryana 
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and Punjab ). While major portion of cane product ion of 
tropical areas is converted into sugar, a substant ia l port ion 
of cane in sub-tropical areas is converted into Gur and 
Khandari (also known as brown sugar) . These are two other 
sweetening agents widely used in the country . Since these 
two commodities are produced in private unorganised 
sector, they are not under the effective control of the Indian 
Sugar Mills Association. Data of Gur and Khandar i 
production is not available. Therefore, the study is conf ined 
to sugar only and does not include Gur and Khandar i . 
India's sugar industry is one of the largest agro-
processing industries next to cotton textile. Being an agro-
based industry it has an intrinsic symbolic re la t ionship with 
the rural masses and serves as nerve centre for Rural 
Development. There are 475 sugar mills out of which 447 
worked during 1998-99 season. The contr ibut ion of the 
industry to the central exchequer by way of excise duty was 
Rs. 1,400 crore during 1998-99. Besides the State also 
collected about Rs. 8,00 crore per annum as purchase tax, 
can cess and societies commission on sugarcane . The 
industry covers 87000 villages in our country and the total 
area under sugarcane is 40 lakh hectares at present . On an 
average one sugar mill receives cane supplies f rom as many 
as 75000 to 85000 cane growers. The total number of 
sugarcane suppliers in the country is over 40 mil l ion. Sugar 
mills pay about Rs. 12500 crore annually to the cul t ivators 
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by way of cane price only. The sugar industry is the largest 
s ingle employer in rural areas, as shown in table2.17 
T a b l e 2 . 1 7 
S h o w i n g S u g a r I n d u s t r y L a b o u r F o r c e 
Year No. of Employees Emolument per 
Employee (yearly) 
1961 139409 1404 
1971 179928 2657 
1981 612402 3016 
1984 335373 9564 
1998 500000 30000 
Source : Annual Survey of Industries 1998. 
Table 2.17 shows that the number of employees 
employed by sugar industry increased cont inuously till 
1984. It declined in 1984, perhaps because of the appl icat ion 
of modern technology for the production of sugar. In 1998 
sugar industry provided direct employment to 5 lakh 
people and peripheral occupational employment to 50 lakh 
people. The decline is also due to closure of many sugar 
mills in the States during the last decade 
India has emerged as the largest producer of 
sugar . Brazil and Cuba have also now in the race of sugar 
product ion and exports . These countries have in recent 
years occupied the first rank in the product ion of sugar 
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relegating India to trail them. However sugar industry of 
India on the production front seems to have achieved 
impressive results. 
Table 2.18 
T a b l e S h o w i n g P r o d u c t i o n o f S u g a r , S u g a r c a n e a n d M o l a s s e s 
( t h o u s a n d t o n n e s ) 
Year Production of 
Sugarcane 
Sugar 
Production 
Molasses 
1950-51 69220 1101 402 
1960-61 1 10544 3028 1240 
1970-71 126368 3740 1620 
1980-81 128833 3858 1582 
1990-91 241046 12046 5444 
1995-96 281099 16451 8285 
1998-99 288722 15539 6977 
1999-00 299324 18200 8022 
2000-01 299212 18511 7820 
Source: Monthly abstract of statistics, CSO. 
Table 2.18 noted above shows that- there has been 
tremendous increases in production of sugarcane, sugar and 
molasses in India since 1950-51. But the growth rate in all 
the three areas has almost come to an stagnation after 1995-
96. The production of sugar cane rose from 69220 in 1950-
51 to 299212 thousands tonnes by the year 2 0 0 0 - 2 0 0 1 , 
recording a growth of 332 per cent over the period. The 
growth of production of sugar has been to the tune of 
1581% during the period 1950-51 to 
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2 0 0 0 - 2 0 0 1 as the sugar output rose from 1101 thousand 
tonnes to 18511 thousand tonnes at an annual average growth 
of 31 per cent during the period. Product ion of molasses 
grew from 402000 tonY^es in 1950-51 to 7 8 2 0 0 0 0 tonnes in 
2000-01 recording a growth of 1845 per cent or at an annual 
average rate of 37 per cent. 
India, because of impressive growth in product ion, has 
not only achieved self-sufficiency in sugar India also 
started exports of sugar which was started in 1957. 
Import ing countries of India including Bangladesh, Egypt, 
Indonesia , Morocco, Sri Lanka, Sudan etc. India has 
emerged as an important exporter of sugar table2.1'9 shows. 
The export of sugar shown in table 2 .19 exhibits wide 
f luctuat ions both in terms of value and volume. India 
exported 99.6 thousand t o n n ^ o f sugar for a value of thirty 
crores in 1960-61. India's exports were at peak in 1995-96 
w h e n 734.4 thousand tonnesof sugar was exported fetching a 
value of 506 crores. In subsequent years, however the sugar 
exports crashed to an all time low of only 13000 tonnes in 
1999-00 and earned Rs. 18.14 crores. The year 2 0 0 0 - 2 0 0 1 
witnessed resurgence in sugar exports when the volume 
rose to 331.18 thousand tonnes and the value soared to 
427 .74 crores. 
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T a b l e 2 . 1 9 
I n d i a ' s S u g a r E x p o r t 
Year Quantity 
(thousand tones) 
Value 
( Rs. Crores) 
1960 - 61 99.6 30 
1970 - 71 473 29 
1980 - 81 97 40 
1990 - 91 191 38 
1995 - 96 734.4 506 
1997 - 98 246.8 255 
1998 - 99 12.74 17.36 
1999 - 00 13 18.14 
2000 - 01 331.18 ( P r o p o s e d ) 427.74 
Source: (i) Economic Survey, Govt, of India (ii) Annual 
Report Ministry of Agriculture. 
There has also been an increase in domestic 
consumption of Sugar, Gur and Khandsar i under the impact 
of growing populat ion. Table 2.20 shows t h a t ' p e r capita 
consumption of Sugar from 21.1 lakh tonn<?s in the year 1960-
61 to 154.2 lakh tonnes in the year 1999-00 regis ter ing a 
growth of 630 per cent over the last four decades . Where 
as the domestic consumption of Gur and Khandsar i has rose 
from 66.9 lakh tonnes in 1960-61 to 100 lakh tonnes in the year 
1999-2000 showing an increase of 49 per cent or an average 
lafi 
annual growth of 1.2 per cent over 1960-61 as shown in the 
table below. 
T a b l e 2 . 2 0 
S h o w i n g D o m e s t i c S u g a r , G u r a n d K h a n d s a r i 
C o n s u m p t i o n i n I n d i a 
Year Total Consumption of 
Sugar 
Lakh Tonnes 
Total Consumption of Gur 
and Khandsar i 
Lakh tonnes 
1960 - 61 21.1 66.9 
1970 - 71 32.6 74.4 
1980 - 81 49.8 85.2 
1990 - 91 107.2 90.7 
1996 - 97 138.7 115.0 
1998 - 99 150.4 95.0 
1999 - 00 154.2 100 
Source : Sugar Year Book, Indian Sugar Mills Assoc ia t ion 
Increase in total consumption is due to increase in 
both populat ion and per capita consumption. The per capita 
consumpt ion of sugar, which was only 3 Kgs. in 1950-51 
has increased to 15.7 Kgs. in 1998-99 , where as the total 
domestic consumotion of sugar rose from l ) * ' lakh tonn^-5 
in 1 9 ^ 0 - 6 1 to 154.a-lakh tonnes by the year 1999 -Ot>. 
There have been imports of sugar in several years 
because of increase in total consumption. As a result India 
became net importer of sugar in some of the years . With 
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constant ly rising consumption and f luctuating production, 
imports appeared to be the only answer. But imports 
involve the use of precious foreign exchange, which should 
be saved to be spent for other needed imports. Moreover, 
the sale of imported sugar at a subsidized rate is obviously 
out of question, which also means that import is not the 
answer . Moreover, now with a large annual consumption 
base of over 15 mill ion tonnes of sugar in 1998-99 and the 
future growth in consumption in India being projected at 
about 6 per cent. There will be a push up in the domestic 
demand for sugar. The estimates of domestic demand for 
sugar worked out, keeping in view the annual increase in 
populat ion by 1.7 per cent and the growth in G.D.P. at 6 per 
cent , has projected the demand at 21.8 million tonnes for the 
year 2006-2007 . Therefore , the only solution left is to 
increase the sugar product ion. 
The key factor , for the success of sugar industry is 
cane cult ivat ion, it is the main raw-material of the sugar 
industry. Sugarcane product ion has been g"oing through the 
cycles of surplus and deficit phases and this is mainly the 
outcome of the corresponding increases and shrinkage in the 
area under sugarcane in response to favourable and 
unfavourable policy and price incentives. There was a 
s teady improvement in the area (47 per cent), product ion 
(62.7 per cent) and yield of sugarcane (10.17 per cent) per 
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hectare from the first five year plan to the end of the third 
five year plan (Table 2.21) 
T a b l e 2 . 2 1 
S h o w i n g A c r e a g e P r o d u c t i v i t y a n d Y i e l d o f S u g a r c a n e i n 
I n d i a 
Periods Area 
(miliion hectares) 
Productivity 
(million tonnes) 
Yield 
(tonnes per hectare) 
r'Plan (1951 -56) 1.7 67 39.1 
2"'Plan (1956-61) 2.1 91 42.8 
Plan (1961 -66) 2.5 109 43.3 
Annual Plan (1966-69) 2.3 104 45.5 
Plan (1969-74) 2.6 128 49.4 
5'' Plan (1980-85) 2,9 149 51,5 
6'^  Plan (1985-90) 3.1 174 57.2 
1990-91 3.7 280 65,4 
1995-96 4.1 283 68.4 
1997-98 3.9 260 66.4 
1998-99 4.1 288.7 71 
1999-2000 4.2 299.3 71 
2000-2001 4.3 299.2 69 
Source : (i) Economic Survey, Govt , of India (ii) Sugar Year 
Book Indian Sugar Mills Associat ion. 
Data in table 2.21 further reveals that 
unfortunately this rising trend was arrested by an 
unprecedented drought during the year 1966-69 as a result 
of which there was a fall in the area under sugarcane frame 
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2.2 mill ion hectare to 2.3 million hectare and the product ion 
fell f rom 109 million tonnes to 104 million tonnes. 
Another contributory factor for the decrease was 
the diversi f icat ion from cane to high yielding variet ies of 
food grains by farmers. Sugarcane product ion once again 
exper ienced ups and downs in the years 1971-72 , 1978-79 to 
1980 -81 and again in 1983-84, 1984-85 and 1997-98 . Since, 
then it is more or less constant. However, introduction of 
part ia l decontrol enabling the sugar factories to pay higher 
cane prices brought some restoration in the area under 
cul t ivat ion. The need for higher cane average and higher 
yield must be brought to the attention of cane growers, 
industr ia l is ts and the government because a comparat ive 
study of the yield per hectare of sugarcane in India (68.4 
tonnes) with some countries like USA (81.9) , Columbia 
(86 .2) , Indonesia (84.4), China (70.0), Tanzania (100.8) and 
Kenya (101.5) reveals that the yield per hectare in India is 
very low and needs to be improved. 
There should be a need-based sugarcane 
development programme drawn by the sugar factories 
themselves to increase the availability of sugarcane by 
improving the productivity of sugarcane along with the 
en largement of the cane area. It is desirable for the sugar 
factor ies to have the farm of their own like in West Indies 
and thus help in training the farmers. The cane research 
lafi 
institute in the country should intensify its effort to 
develop appropriate cane varieties having a high sucrose 
content , better yield per hectare and res is tance to pests and 
diseases. A lot of research work has been carr ied out in 
Hawaii , Austral ia , Maurit ius, Japan and Taiwan on various 
aspects of sugarcane cult ivation. India can do well by 
adopting the techniques of these countr ies as may be useful 
for improving the crop yield and quality. 
Moreover, the product ion of sugarcane is to a 
large extent influenced bv the policy and price paid for 
sugarcane by sugar factories . The Union Government of 
India at the beginning of the new crushing season 
announces cane price. Invariably this price happens to be 
far lower than the cane price prevai l ing anywhere in the 
world. Again, in the period of scarc i ty , avai labi l i ty of 
sugarcane to sugar factories gets further reduced because 
unorganised sectors , like Gur and Khandsar i industr ies , 
offer higher price to cane growers which sugar factor ies are 
constrained from doing because these are required to 
handover sugar to government fc?r public dis tr ibut ion 
system at a price f^r below the cost of product ion . 
One more important factor contr ibut ing to the 
decline in the growth rate of the industry has been the 
cont inuous losses incurred by the sugar units. According to 
the Reserve Bank of India studies on f inance of medium and 
lafi 
large public limited companies profit after tax as a 
percentage of net worth were negative for sugar companies 
in 1975 - 76 and 1978 - 79 this rate was 0.7 per cent in 19 77 
- 78 and 3.4 in 1979 - 80 and 1.1 in 1995 - 96. It is because 
sugar units are required to handover levy sugar at a price 
much below the cost of production and the price for free 
sale sugar also, is often decided by the government which 
may not be remunerat ive to the farmers . 
Since 1994 the domestic sugar industry has been 
reeling under the impact of import onslaught as it was 
placed under the open general l icense. This led to 
speculat ions amongst the importers to import the 
commodity unhindered and to take advantage of price 
differentials in the international and domestic market . 
Internat ional prices have been lower as they do not ref lect 
the cost of production, rather they reflect the surplus 
avai labi l i ty. Besides, exporting countries offer subsidies to 
the exporters . The landed cost of exported sugar is Rs 13 
per kg, and it is retailed at Rs 15 per kg due to higher cost. 
Because of cheap imports at lower rate of duties domest ic 
producers are not able to sell their produce resul t ing in 
mount ing closing stock of sugar (7 mil l ion tonnes in 1998 -
99). This results in large carrying costs arrear of cane price 
again contr ibuting to uneconomical funct ioning of sugar 
industry. 
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Vanaspati and E d i b l e Oils Industry 
V a n a s p a t i or h y d r o g e n e r a t e d oil, as p r o d u c e d by 
hydro g e n e r a t i o n of select vegetable oil, is key segment of 
edible oil industry . It provides a low-pr iced w h o l e s o m e 
c o o k i n g m e d i u m in place of expens ive Indian home p r o d u c t 
ghee. V a n a s p a t i industry uses d i f ferent vegetable oils like 
g r o u n d n u t oil, rapeseed mustard oil and severa l other 
minor oils. Ref ined edible oils are produced by 11 oil seed 
crops namely groundnut , r a p e s e e d , mustard , s e a s m u m , 
s o y a b e a n , sunf lower , saf f lower , niger , l inseed etc. 
P r o d u c t i o n of vanaspat i and edible oil has been shown in 
the fo l lowing tables . 
T a b l e 2 . 2 2 
S h o w i n g P r o d u c t i o n o f V a n a s p a t i i n I n d i a 
Year Output (thousand tonnes) 
1950-51 155 
1960-61 355 
1970-71 558 
1980-51 753 
1990-91 850 
1995-96 974 
1997-98 925 
1998-99 1257 
1999-2000 N.A 
S o u r c e : Economic Survey and Monthly Abstrac t of S ta t i s t ics , 
C S O . 
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T a b l e 2 . 2 3 
S h o w i n g P r o d u c t i o n o f E d i b l e O i l s i n I n d i a 
Y e a r Output (million tonnes) 
1970-71 2,54 
1980-81 2.56 
1988-89 4.74 
1990-91 4.88 
1996-97 5.90 
1998-99 6.80 
Source: Economic Survev, Govt, of India 
Data set out in table 2.22 and table 2 .23 reveal 
that the production of vanaspati and edible oils has been 
continuously increasing. Production of vanaspat i increased 
f rom 155 thousand tonnes in 1950-51 to 1257 thousand 
tonnes in 1998-99 indicating a sharp rise of 710 per cent over 
1950-51 . Similarly, production of edible oil increased from 
2 .54 million tonnes in 1970-71 to 6.8 mil l ion tonnes in 1998-
99 showing an increase of 167 per cent over 1970-71 . Edible 
oil production increased very slowly till 1987-88 . As a result 
of technology mission on oilseeds, product ion of oilseeds 
increased substantially during 1998-99 resul t ing in an 
increase in edible oil production. However in spite of 
increase in edible oil production, domestic edible oil 
product ion is insufficient to satisfy domestic requi rement of 
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edible oil. Per capi ta c o n s u m r : : ; : 
v a n a s p a t i has increased from 2 
in late 1990s . Increase in c o n s u ~ r : ; 
than the increase in product ion 
edible oils, as shown in Table 2 24 
: edible oil including 
early 1950s to 8 kgs 
cr. has been much more 
. r . r i g in huge imports of 
T'r.e table noted below. 
T a b l e 2 . 2 ^ 
S h o w i n g I m p o r t of Eaible O i l s 
Y e a r Q t y . (thousand tcn-^ s. I Amount (Rs. crore) 
1960-61 31 - ; 4 
( 
1 9 7 0 - 7 1 S'i " 23 
1980-81 1633 3 1 677 
1990-91 525 E i 326 
1995-96 1062 ; ; 2260 
1997-98 1125 5 2733 
1998-99 2621 5 7589 
1999-00 4196 3 8046 
2000-01 4267 9 6093 
S o u r c e : E c o n o m i c S u r v e y , G o v e r r . r . e r . : o f India. 
The import of edible oi:? has shown cons is tent 
i n c r e a s e . In the year 1960-61 the inror t of edible oils was 
3 1 . 1 t h o u s a n d tonnes worth Rs. 4 crores which increased to 
4 2 6 7 . 9 t h o u s a n d tonnes worth R? r093 crore. India has 
es tab l i shed large capac i ty for sjiverit extraction process ing , 
oil re f in ing and v a n a s p a t i manufaciuring during the per iod 
1 9 8 7 to 1996 . H o w e v e r , capacity utilization is barely one-
third in all ma jor oi lseeds processing industries: C r u s h i n g , 
lafi 
refining and vanaspati manufacturing. It is because of 
shortage of oilseeds production and non avai labi l i ty of the 
raw material for edible oil, as would be evident f rom table 
2.25 which presents the aggregate product ion of oil seeds in 
India. 
T a b l e 2 . 2 5 
S h o w i n g P r o d u c t i o n o f O i l S e e d s i n I n d i a 
Y e a r P r o d u c t i o n (milHon tonnes) 
1960-61 7 0 
1970- 71 9 6 
1980-81 94 
1990-91 186 
1995-96 22 1 
1998-99 24 7 
1999-00 20 7 
2000-01 184 
Source: Economic Survey Govt, of India 
It is observed from the data recorded in the 
above noted table that oilseeds product ion increased very 
slowly till 198(^-81 showing an increase of 34 per cent over 
the period resulting in growth rate of percent 
annually. A major effort was made under the technology 
mission on oilseeds. As a result the oil seed product ion 
increased at an annual growth rate of 9 percent dur ing the 
period of 1998-99 but again it started decreas ing and came 
lafi 
down to 20.7 mill ion tonnes in 1999-00 and further 18.4 
mil l ion tonnes in 2000-01. However, oilseeds yield is still 
very low ( 850 Kgs per hectare in India ) as compared to 
world average ( 1600 Kgs per hectare ) and some other 
countr ies ( 2400 Kgs. per hectare ). 
Edible oil industry is in the need of proper short 
term, medium term and long-term strategies so as to 
increase product ion to save foreign exchange used for 
imports of edible oils. There should be import of oil seeds 
instead of edible oil. This would boost domestic capaci ty 
ut i l isat ion, employment and value addition. Alongside oil 
seeds product ion yield should be increased by the use of 
improved varieties of seeds, proper fert i l izers and pest 
management . This is important, as it is not possible to 
expand area under oilseeds production. 
Other Packaged Foods and Drinks Industry 
This category consists of confec t ionary , 
chocolates and other cocoa products; bread, biscuits and 
other bakery products ; soft drinks ( non-alcohol ic beverages 
and sweet beverages) ; Soya products (Soya nuggets , soya 
f lour , texturised soya food and snaks) ; semi-processed ( 
Gulab jamun, idlis, Indian dishes) and ready to eat foods. 
Product ion trends of some of these items are shown in the 
fol lowing Table2.26 
H 
T a b l e 2 . 2 6 
S h o w i n g P r o d u c t i o n o f B i s c u i t s , C h o c o l a t e s , 
C o n f e c t i o n e r y & S o f t D r i n k s 
Year Biscuits 
(thousand tonnes) 
Chocolates & 
Confectionery 
(thousand tonnes) 
Soft Drinks 
(million bottles) 
1980-81 271.0 21.2 1388 
1985-86 567.3 33.5 1645 
1997-98 607.8 119.7 4920 
1999-2000 780.2 ~ 6230 
2000-2001 881.6 6450 
Source : (i) Annual Report , Ministry of Food Processing 
Industry, Govt, of India and Monthly Abstract of Statist ics , 
CSO 
It appears from the data that the product ion of 
biscuits , chocolates , confect ionary, soft drinks has shown 
continuous increase. However, the industry continues to 
be in an emerging phase, as there is substant ia l scope for the 
increase in the number of products avai lable in the market 
as well as scope for greater compet i t ion for enhancing 
market share in the case of existing products . 
Other industries coming within its perview 
include fruit and vegetable process , grain mill ing, dairy 
products , poultry, meat and meat products , fish processing 
etc. Processed Food Exports Promotion Council establ ished 
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in 1962 has been making all e l lor ls lo support , protect , 
maintain , increase and promote the exports of processed 
food from India. 
Moreover, national Fisheries Advisory Board has 
J 
also been set up in the Department of Agricul ture and Co-
operat ion to assist the development of the f isheries sector in 
the country, both inland and marine. 
All food products other than milk foods, malted 
foods and flour and all items of packaging for food-
process ing, excluding the items reserved for small scale 
sector , have been placed in Appendix 1 of the Industr ies 
Development and Regulation Act. This will enable large 
houses to enter the food process ing sector enabl ing 
economies of scale to be achieved. A number of items 
equipment , which are not indigenously avai lable , have been 
placed under OGL ( Open General Licence ) at concess iona l 
rates of custom duties considering the inadequacy of t imely 
credi t , the government has now included this sector with the 
def ini t ion of priority sector for bank lending. The 
establ ishment of Roba India Finance, a subsidiary of Robo 
Bank of Nether land, having expertise in food and agri-
business is also very significant for specif ic t reatment of the 
credit needs of this sector. 
Inspite of these steps taken by the government , 
var ious other steps are required to. be taken so as to boost 
the growth of food-products industries. First of all, there is 
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the need for consumer educal ion to remove the myth and 
fear that processed and packed foods are inferior to fresh 
food. On the contrary , the programme should highlight the 
advantages of process ing and packaging. Secondly various 
direct and indirect taxes on processed food items should be 
reduced so as to bring the processed food within the reach of 
a common man. Today, it is treated as an elitist sector and 
taxes and duties have been slapped heavily on them. Above 
two factors taken together would exparvd the domestic 
market of processed food. Emphasis should be given to the 
process ing techniques, quality and distribution so as to 
expand the foreign market particularly by bringing these 
products to the internat ional levels. Non-avai labi l i ty of 
adequate storage facilit ies like cold warehouses and cold 
storage, as well as poor maintenance of exist ing storage 
warehouses lead to 'considerable products loses and reduce 
the life of the product . Therefore, investment in cold 
storages should be encouraged for preserving raw materials 
and f inished products . Other measures like providing 
adequate f inance at low rates of interest , reduct ion of 
t ransportat ion costs, supply of fuel and power at 
consess ional rates, providing cold storage faci l i t ies and 
reasonable rates, technical and managerial guidance to 
improve the overall cost effectiveness of industry should 
also be taken. 
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Apart from all that has been discussed in the 
preceeding pages, the management of Food Process ing 
Industry involves expertise and appl icat ion in all quarters of 
activity of the industry like planning, procurement , 
process ing, quality control and assurance sel l ing and 
distr ibution involved in the entire process . The Centra l and 
State Governments of course have to play a s igni f i cant role 
but if the management of Food Process ing Industry is done 
properly, all advantages of scientif ic a p p r o a c h will be 
gained by this segment of industry. The fo l lowing is a brief 
sketch of various approaches which units of Food Process ing 
Industry they themselves have to adopt for e f f i c ient use of 
man, machine and material . 
Planning is essential to line up the pr ior i t ies . In 
the days to come, development of technology to produce 
tradit ional foods in a cost-effect ive manner would go a long 
way in favour. Further planning of funding s t ructure etc, 
can easily be done once the priorit ies are correc ted . It is 
necessary to decide the method of process ing as to be 
indigenous or imported. In both the cases , the technica l 
support availabil ity, in any form - t ransfer of technology , 
technica l manpower availabil i ty equipment avai labi l i ty and 
their quality, need to be evaluated. It is to be emphas ized 
that a good quality product whether it is based on 
indigenous technology or imported one, has a lways a good 
market and by itself adds value to its sale. It has to match 
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with the society norms - like breaktast cereals taking more 
time to find their hold in our society than quick fermenting 
idilis or dosas. 
Material cost invariably forms about 7U percent of 
the manufacturing cost in most of the food process ing 
industr ies and it is needless to stress its importance . But it 
must be understood that a good quality material input gives 
a good quality product which need not be expensive if 
sourced properly. As most of the raw mater ia ls are 
agricul tural and seasonal, a careful procurement strategy is 
essential . A long term perspective in procurement is 
favourable - like encouraging good extent ion services. 
Purchase price of materials needs to be f lexible - only 2 per 
cent of the produce in our country is used by food 
process ing industry _ and 30 - 40 per cent is 
wasted. The pricing needs to be flexible somet imes to the 
manufac turer ' s favour and sometimes to the fa rmer ' s favour. 
Good extension service would not only provide contrast 
supply of good quality material but also a reasonalable 
bargaining power for the manufacturer in the long run. 
Modif ied atmosphere storage condit ions or cold stores 
would be a good investment in the long run, reducing the 
mater ia l wastages. This useful practice is fo l lowed by most 
of the food processing industries abroad but unfor tunet ly 
very few processors in our country have these faci l i t ies in-
built . It has to be remembered that material is also money. 
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so wastage ol: material must be avoided to reduce the 
manufac tur ing cost. Computers can play an important role 
in managing the best inventory for the working. 
In process ing, management of various spheres 
comes into picture - viz. man, machine and material . 
Manpower management is essential but to be looked as 
forming a workforce to give a good quality product . The 
actual direct labour costs in most of the processes work out 
to around 5 percent - certainly much less than the material 
cost , which is a posit ive factor and hence needs that much 
less attention. Trained workforce is an asset for a 
manufac turer and it gives flexibility in quanti ty, quality, 
variety and general aesthetics of the unit. Select ion of a 
good machine, based on sound background datum with 
actual involvement would give a trouble-free working. 
Investment in machinery needs to be viewed in a long-term 
perspect ive - one cannot expect to use a cycle throughout 
one 's career - change from cycle to a better mode of 
t ransport is essential . Careful analysis of unit operat ion of 
the process ing line would give the ideal capaci ty 
requirement at each stage. In-house seminars , discussions , 
with an atmosphere of a class room both at manager ia l and 
non-manager ia l levels on the process ing steps bring out 
suggest ions improving the quality, quantity and reducing 
the cost. Watert ight compartment operations do not work to 
the benefits of the industry. 
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and the main lifelines of the product and the savers of the 
investment made into the project. Here, again, ac t ion needs 
to be taken with a long-term perspect ive - f lexibi l i ty to 
conform to bigger standards of quality. Like char i ty begins 
at home, quality of the product begins at the home, quali ty 
of the product begins at the floor level. It is a MUST to 
involve every individual of the project to be quali ty 
conscious both of direct and indirect labour. Many a quali ty 
problem has been solved by suggest ions given by supposed-
to- be signif icant people of the unit. Never ever compromise 
on quality standards. Despite outside s tandards , other 
standards must be set after a close study of the 
contemporaries , the processing methods and the consumers 
circle. Once this is achieved, it is easy to bend the 
methodology to stick to much stricter requirements . Good 
food manufacturing practice shall percolate to every 
individual of the unit irrespective of the depar tment . Proper 
recording of data at the processing line wil l help in keeping 
up the quality. 
Accounting is necessary to employ computer 
networking at all strategic points of the unit to col lect 
periodic data and to process them into the cost ing of the 
product . It is possible to monitor the cost of manufac tur ing 
on a day-to - d a y basis, if not shift wise. The computers do 
not think on their own. It is essent ia l to f irst feed in 
tUl 
relevant validdted data tor tuture processing. A more oi less 
accurate costing is possible even before commiss ioning the 
plant , if the fed-in data are based on sound assumptions . A 
proper costing leads to efficient funct ioning of the unit and 
thus the further management of funds. Because rightly 
costed product brings in funds more than the outf low and 
makes the manufacturer happier. 
A scientific approach to selling and distr ibution is 
essential . A good study of the competi tors products - if 
avai lable or otherwise in case of new venture products , a 
good survey of the prospective consumers is necessary . A 
good quality product adds more value to it by itself and 
hence need not be un-priced. A good quality product has no 
boundaries - it can easily go global. Global market is the 
order of the near future for better real izat ion. A product 
should never be underestimated; otherwise the entire pro ject 
study from the beginning should be restarted. The product 
is sold on its merit to earn the deserved profits , as the profit , 
at least a good part of it, needs to be ploughed into to 
generate better products in order to earn more and more. 
In the following chapter an attempt has been 
made to study the background of Heinz Internat ional to lay 
a foundat ion stone for the 'Study of Human Resource 
Management in Heinz India Pvt. Ltd'. (Aligarh Unit). 
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H i s t o r i c a l B a c k g r o u n d o f H e i n z I n t e r n a t i o n a l 
H J . Heinz Company is a renowned global pla^^er 
in the food processing industry category. It occupies first 
or second position among food process ing companies of 
more than fifty countries in the world. It has been certif ied 
by ISO-9002. The company was started by. Henry John Heinz 
who was a born salesman. Entrepreneur and business genius 
with roots in post-war iti Pi t tsburgh, where iron steel and 
glass factories were forging Industr ial America . He was a 
pioneer in food process ing and products market ing . In 1869, 
H.J. Heinz and a fr iend Noble launched the enterprise 
named Heinz and Noble. In a span of 133 years Heinz grewn 
from an American dream to a Global brand. Today Heinz 
markets more than 5700 varieties in over 200 countr ies and 
territories . It enjoyed global sales of 9.4 bi l l ion in 2001. 
Heinz is the company known as '' Good place to work since 
1869 and is still known by this name. Heinz fol lows "Good 
Manufactur ing pract ices ' . 
The year 1994 was a s ignif icant year in the life of 
Heinz company, it marked the 125'^ anniversary of the 
company when it took the running business of Glaxo India 
Ltd. to launch its operat ion on the land of India. 
By U.S. s tandards the Heinz company at 133 is an old 
Company. Henry John Heinz with age and tradit ion was the 
only person whose concern , out of 63 firms which were 
l a f i 
making food in 1873,was the only one which survives. 
" H E I N Z " by any standards is remarkably dist inguished and 
successful company, genuinely loved by the cit izens of its 
hometown as well as loyal employees and customers round 
the globe. 
Henry John was different; "He treated his factory 
as his mother 's spotless kitchen, giving importance to 
hygiene and c leanl iness" . He insisted on the best ingredients 
and clear jars to display the purity of Heinz products . In the 
words of H.J .Heinz " q u a l i t y is to product what character is 
to m a n " . He also treated his employees as though they were 
members of his family. He believed that if you treat your 
people fairly and decently, they would be motivated to 
increase productivity. 
Of course, like any family Heinz has gone through 
ups and downs: it successful ventures, inspire ideas, lucky 
accidents , missed opportunities, f iascos and funny stories . 
However , its devotion to quality products and people has 
never wavered or as Tony O' Relly, the non-family leader , 
has said, "Brana and brains made the company in pas t . " 
The history of America 's great companies are 
more than mere chronicles of personal or corporate 
achievement . They are also revealing portraits of nat ion 's 
evolut ion inspired by American ethos stimulated by new 
lafi 
technology and sustained by a diverse, expanding 
infrastructure. Legendary entrepreneurs helped define 
United State and shaped up its destiny in the late 19"^ and 
early 20"^ centuries . Some of the enterprises they created 
have had a lasting presence, achieving internat ional stature 
and influence as the new century approaches . 
H.J. Heinz company, in the course of 133 years has 
grown from an American dream to a global brand. The 
achievement is treatment to the universal appeal of the 
Heinz, ideal of pure food and heal thful , af fordable nutri t ion. 
It is also a tribute to the tenacity, inventiveness and 
dedication of generation of Heinz employees around the 
world. As a new generation of consumer enters a widened 
world market place, the appeal of Heinz remains 
unceasingly durable and filled with promise. 
Heinz Vision 
The vision of Heinz Internat ional is: 
Delivering High Quality Products . 
Adhering to Standards . 
Satisfying customer needs. 
Be a company with a strong, motivated and committed 
workforce and 
To become renowned in commerc ia l as well as social market . 
lafi 
H e i n z C u l t u r e 
World's No. l or 2 food products company in more 
then 50 countries , Heinz has conducive environment which 
not only integrates and motivates all the employees towards 
achieving high standards but also makes suff ic ient room for 
everybody 's growth. People are valuable assets at Heinz. 
The main emphasis is on task. Efforts are towards sat is fying 
the customers and expanding the market share. A good 
blend of behavioral and skill development programme 
provides stimulus for growth and career development . Over 
the years Heinz has concentrated on development of internal 
re lat ionships to enhance external relation. 
P r o d u c t P r o f i l e o f H e i n z 
Today Heinz markets more than 5700 variet ies in over 
200 countries and territories. Nearly half of company sales 
come from non. U.S. operations, and nearly 70 per cent of 
sales are from product without the Heinz brand name. 
Nearly 90 per cent of Heinz sales come from top 10 global 
business . In its product profile the company has Food 
service , sauces, tomato products, baby foods, tuna, pet 
foods, frozen potatoes and vegetables, frozen meals and 
desserts , soup, beans and pasta. The following is the profi le 
of different products of Heinz internat ional which are 
supplied world over because of their high qual i ty and 
standards . 
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(1) Tomato.ketchup 
Heinz is world 's largest tomato processor after a 
century in U.S. supermarkets , Heinz, thick, rich k^-tch up 
claims over more than half the ketch up market , recentl)^ 
Heinz introduced "EZ Squir ts " Blastin Green and it is 
available in tradit ional red as well with an easy 
grip,squeezable bottle designed for smaller hands and a thin 
nozzle that enable children to draw and write on their 
foods. The share of ketch up, condiment and sauces in the 
global sales of Heinz is 27 per cent. 
(2) Pet Foods 
Heinz pet foods sale is over one bil l ion dollar per 
annum, 9-liver canned cat food leads its market whereas the 
other products in this segment are meaty bone, jerky treats , 
pounce, pup-peroni etc. The share of pet foods sale in the 
total global sales of Heinz is 12 per cent. 
(3) Frozen Foods 
Frozen food sales world wide is also one bil l ion 
dollars annually. Ore-Ida, the world 's most profi table 
branded potato processor , has a retail market share of 55per 
cent, ore-Ida sells a host of partas , snackes and vegetable to 
grocers and restaurants . The share of Frozen foods is 21% in 
the total global sales of Heinz. 
(4) Sea Foods 
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Sea food accounts for one billion dollars in the total 
sales of Heinz products , its share in U.S.A. market is 45% 
besides U.S. seafood business, Heinz operates canneries in 
the pacific and Indian Ocean, in Africa and in Europe where 
it sells the John west brand, Marie Sardies and Petit Novive 
canned fish. The share of sea foods is 11 % in the total global 
sales of Heinz. 
(5) Baby Foods 
World wide, Heinz sells almost one bill ion dollars 
annual ly in Jarred baby foods, cereals. Formulas , Juices and 
biscuits . Heinz have about 90 % of the Jarred baby food 
market in Italy, Canada and Australia and over 60 % in the 
U.K. 
Heinz Brands which have sales more then 100 mill ion 
do lars. 
9-Lives cat food (U.S.) 
Heinz baby food (US) 
Heinz Beans (UK) 
Heinz f<etch up (central Europe) 
Heinz <<?tch up (U.S. food services) 
Heinz KCtch up (U.S. grocery) 
Heinz Single serve condiments (U.S.^ 
Heinz soups (U.K.) 
Heinz soups (U.S. food service) 
Kibble n Bite dry dog good (U.S.). 
Ill 
Ore-Ida frozen potatoes (U.S. retail) 
Plasman biscuit (Italy) 
Plasman strained baby food (Italy) 
Private Label soups (U.S.) 
Starkist light meat tuna (U.S.) 
Starkist light meat tuna (U.S.) 
Tegel chicken (New Zealand) 
Watties food products (New Zealand) 
Weight watcher frozen entrees (U.S.) 
Sales Volume of Heinz:- The sale of Heinz from all 
units spread world over have shown an increasing trend (see 
table 3.1.). The following is an account of sales by 
geographica l distr ibution and by category. 
S a l e s b y G e o g r a p h y 
More than half of the sales are accounted for by 
America which has a share of 56 per cent of total sales 
fo l lowed by Europe and Asia that is 29 per cent and 12 per 
cent in the total sales of the company. Others accounts for 
only 3 per cent of total global sales of Heinz. 
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Sales by G e o g r a p h y 
r-1 » T 1 
• Europe 
• America 
• Asia 
• Others 
S a l e s b y C a t e g o r y 
It will be observed that 27 per cent of the sale 
comes from Ketchup, condiments and sauces , fo l lowed by 
f rozen which contribute 21 per cent in the total sales , 13 
percent of sales is from the sale of soups. Beans and Pasta 
Meals . The share of Pet products sale is 12 per cent . Tuna 
accounts for 11 per cent of company's total sale. The share of 
infant / Nutrition foods is 10 per cent and the others share 
is 6 per cent. 
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infant/Nutritional 
Products 
10% 
ketchup Condiments 
& Sauces 
27% 
S a l e s by C a t e g o r y 
Soups Beans i 
Pasta meals 
13% 
Pet Products 
12% 
In terms of sale Heinz has made t remendous 
success over the last one decade as shown in table 3.1. 
T a b l e s . 1 
S h o w i n g s a l e s o f t h e C o m p a n y d u r i n g l a s t 1 1 y e a r s 
Y e a r S a l e s (in billion dollars) 
1991 6 64 
1992 6 58 (-0 90%) 
1993 7 10 (7 90%) 
1994 7 04 (-0 84%) 
1995 8 08 (14 7%) 
1996 9 11 (12 7%) 
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1997 9.35 (2.63%) 
1998 9.20 (-1.60%) 
1999 9,29 (0.97%) 
2000 9.40 (1.18%) 
2001 9.43 (0.31%) 
Source: Annual Report, Heinz. 
Table 3.1. shows that the sales of the company 
show fluctuating trends. In the year 1992, 1994 and 1998 the 
sales growth of company was marginally negat ive whereas , 
in the year 1995 and 1996 there was s u p e r n o r m a l growth 
which was the result of some major acquisi t ion during these 
years and of course the factor of market condi t ion was also 
there. The sales of the company have increased 42 percent in 
the last one decade. 
G l o b a l E n v i r o n m e n t a l a n d S a f e t y S t a n d a r d s i n H e i n z 
I n t e r n a t i o n a l 
The H.J. Heinz Company has t radi t ion of 
leadership in product purity and safety. Heinz is s imilar ly 
committed to protecting the quality of the envi ronment in 
which its facilities operate and also the safety of the people 
who work in those facilities around the world . This 
commitment is global, encompassing the e n v i r o n m e n t a l and 
safety policies and practices of every Heinz aff i l iate in every 
country wheresoever it does business. As with product 
quali ty, environmental and safety standards need to be 
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uniformly high and rigorously applied. That is why Heinz is 
making important progress around the world in the adoption 
and implementat ion of a global Environmental Management 
System (EMS) and Key Elements Safety Process. Heinz 
aff i l iates are complementing their current s tandards and 
pract ices with audit ing and training programmes to help 
them reach truly world-class status in these most cr i t ical 
disc ipl ines . 
E n v i r o n m e n t a l P o l i c y o f H e i n z C o m p a n y 
• Each affi l iate is required to establ ish an 
Environmental Management System (EMS). 
• Compliance with applicable legal requirements is the 
minimum standard for operating per formance . 
• Annual Environmental Management System (EMS). 
Object ives and targets must be set to drive 
cont inuous improvement in envi ronmenta l 
per formance , manufacturing ef f ic iencies and 
shareholder value. 
• Environmental impact must be decreased by the 
eff ic ient use of energy, raw materials , water and 
packaging. 
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• Employee awareness of their role in envi ronmenta l 
contro-1 must be ensured through training and 
employee meetings. 
• Each Heinz affiliate must ensure that suppl iers and 
contractors understand the potent ial e n v i r o n m e n t a l 
impact of their operations and work in par tnersh ip 
with Heinz to identify and reduce any such 
environmental impacts. 
• Heinz continually assesses e n v i r o n m e n t a l 
management and performance pol ic ies and 
procedures. 
Heinz International is operat ing its business in 
America , Europe and A s i a / Pacific. The study is conf ined to 
asses the human resource management in Heinz India 
(Aligarh) which falls in the region of Asia. There fore it 
would be worthwhile to study the work e n v i r o n m e n t in 
Heinz Asia . 
At the Heinz Wattie's and Tegel Foods plants in 
New Zealand and Australia, environmental m a n a g e m e n t is 
underway, with a two-year timetable for fac tory-spec i f i c 
goals and accountabil i t ies . The Environmenta l M a n a g e m e n t 
System (EMS) will be aligned with ISO 14001 requirements . 
Environmental audits have been completed, and all fac tory 
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e n v i r o n m e n t a l managers rece ived r igorous t ra in ing on 
d e v e l o p m e n t with review set for complet ion dur ing f inanc ia l 
year 2002 . 
All of Heinz Asia 's thirteen fac tor ies (across 
India , China , Korea , Phi l ippines , Thai land and Indones ia ) 
have es tabl i shed a two-year time table to implement 
E n v i r o n m e n t a l M a n a g e m e n t System (EMS). To begin this 
p r o c e s s a cert i f ied I S 0 1 4 0 0 1 auditor will c o m p l e t e all 
rev iews , and all fac tory envi ronmenta l m a n a g e r s wil l 
par t i c ipa te in this process . 
T o m o n a , New Zealand - e l iminated the use of f reon 
re f r igera t ion units . 
• Al igarh , India- instal led air emiss ions contro l 
devices on a second boiler and on an i n c i n e r a t o r to 
reduce air pol lutants . 
• S u r a b a y a , Indones ia - invest igated m e t h o d s to 
c o n v e r t soy' s a u c e - b r e w i n g by-product into a high 
prote in animal feed. 
W a t e r & E l e c t r i c a l 
Heinz constant ly str ives to reduce uti l i ty u s a g e in its 
food p r o c e s s i n g operat ions . Two key parameters are used to 
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measure utility usage: water and e lectr ic i ty used per pound 
of f inished product . 
Waste to L a n d f i l l 
Some waste mater ia ls generated in the p r o d u c t i o n of 
food products cannot be reused or recyc led . These n o n - t o x i c 
wastes are disposed of in several ways , i n c l u d i n g 
inc inerat ion , compost ing and landfil l . This is an area that 
wil l receive addit ional focus from Heinz in the c o m i n g 
years . 
Fuel 
Fuels (primari ly natura l gas and oil) are used in 
Heinz ' s processes to cook and steri l ize food as wel l as to 
provide heat to work areas. As with other ut i l i t ies , H e i n z 
constant ly strives to reduce the a m o u n t of fuels used per 
pound of f inished product . 
Heinz C o r p o r a t e Sa fe ty Po l i cy 
The commitment requires that all e m p l o y e e s 
per form duties in a safe manner at all t imes . In o r d e r to 
fulf i l l its commitment , m a n a g e m e n t c o m p l y w i t h all laws 
that regulate safety in the workplace and sa fes t d e s i g n and 
cons t ruc t ion of all operat ion and fac i l i t ies . A safe and 
hea l thfu l working environment is d irect ly tied to e f f i c ient 
product ion . In order to make safety process s u c c e s s f u l , each 
employee must act consc ient ious ly to try to ident i fy and 
e l iminate unsafe working condit ions and p r o c e d u r e s . 
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-1. Values 
Key Elements Safety Model 
3. Causes 
-Safety is everyone's responsibility 
- Nothing we do is worth getting hurt 
- Safety and health can be managed 
- Every injury or illness could and 
should have been prevented 
' 2. Control tools 
- Organisational planning and support 
Expectations and involvement goals 
sett ing/act ion planning 
- Standard and practices 
Standard implementation 
Safe practices 
Planning safe conditions 
- Training 
Site training system 
- Accountability and performance 
Feedback 
Safety samphng 
Behavioral feedback 
Performance tracking 
- Behaviour 
4. Consequences 
- Near miss 
- Property damage 
- First aid case 
- Recordable injury or 
illness 
- Lost workdays 
- Fatality 
H e i n z C o r p o r a t e Sa fe t y A p p r o a c h e s 
In bui lding upon the safety model ' s core va lues , the 
c o m p a n y has a s t rong belief that each of its safe ty 
p r o f e s s i o n a l s must cont inue to obtain and e x p a n d their 
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knowledge of the safety process , industry best p r a c t i c e s , and 
new regulat ions that may effect the bus iness . In order to 
ensure that each Heinz faci l i ty is abreas t of f o r t h c o m i n g 
changes and is posi t ioned to p r o a c t i v e l y deal wi th any 
change , the c o m p a n y annual ly focuses on the f o l l o w i n g : 
Sa fe t y Q u a l i f i c a t i o n P rocess 
Each m a n u f a c t u r i n g locat ion employs a d e d i c a t e d 
safety profess ional who part ic ipate in the H e i n z sa fe ty 
qual i f i ca t ion process to improve h i s / h e r k n o w l e d g e of 
sa feguarding , regulatory compl iance , i n d u s t r i a l h y g i e n e , 
b e h a v o u r a l safety, and record keeping. 
E r g o n o m i c s 
Every Heinz faci l i t ies has d e v e l o p e d an E r g o n o m i c 
Plan that focuses on employee i n v o l v e m e n t , the 
d e v e l o p m e n t of ergonomic teams, r e c o g n i t i o n of h a z a r d s , the 
i m p l e m e n t a t i o n of control m e a s u r e s and p r o a c t i v e 
p r e v e n t i o n act ivi t ies , medical m a n a g e m e n t , t r a i n i n g , and a 
comple te review and evaluat ion process . The goa l of these 
e r g o n o m i c act ivit ies is to cont inue to del iver s u c c e s s in 
i n j u r y / i l lness reduct ion at all locat ions . 
O c c u p a t i o n a l Hea l th Key E lemen ts 
The company is also aggress ive ly m o v i n g f o r w a r d with 
an O c c u p a t i o n a l Health Key Elements Process that p l a c e s an 
increased focus on employee heal th and is in a d d i t i o n to the 
c u r r e n t heal th m a n a g e m e n t requirements a l r e a d y i n c l u d e d 
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with the Key Elements Safety Process. On-site Occupat ional 
Heal th Care Professionals manage the Occupat ional Health 
Key Elements. Upon implementation each locat ion has 
developed one of the most comprehensive safety and health 
management processes in the industry. 
T a b l e s . 2 
S h o w i n g T r e n d s o f E m p l o y m e n t i n H e i n z f r o m 1 9 9 1 - 2 0 0 1 
Y e a r N u m b e r o f E m p l o y e e ' s 
1991 34100 
1992 35500 (4 .10%) 
1993 3 7 7 0 0 ( 6 . 1 9 % ) 
1994 35700 ( - 5 . 3 5 % ) 
1995 4 2 2 0 0 (18 .2%) 
1996 4 3 3 0 0 ( 2 . 6 0 % ) 
1997 4 4 7 0 0 (3 .2%) 
1998 4 0 5 0 0 ( - 9 . 3 5 % ) 
1999 3 8 6 0 0 ( - 4 . 6 % ) 
2000 4 6 9 0 0 (21 .5%) 
2001 4 5 8 0 0 ( - 2 . 3 4 % ) 
Source : Annual Report, Heinz. 
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The table 3.2 shows f luctuat ing t rendsin the 
employment of labour. In the years 1994, 1998, 1999 and 2 0 0 J 
there h^is been decrease in the employment provided at 
Heinz International whereas in the remaining years the 
employment of manpower shows a posit ive trend. It is 
because of the various acquisi t ions and res t ruc tur ing 
programmes which are organised by the company from time 
to time. For example in the year 2000 the company 
announced the restructuring plan called " s t r e a m l i n e " . The 
highlight of that plan are as follows: 
A worldwide organisat ional res t ruc tur ing aimed at 
reducing overhead costs; 
• The closure of the company ' s tuna operat ions in 
Puerto Rico; 
• The consol idat ion of the c o m p a n y ' s North Amer ican 
canned pet food product ion to B loomsburg , 
Pennsylvania (which results in ceas ing c a n n e d pet 
food production at the c o m p a n y ' s Termina l Is land, 
Cali fornia facil ity; and 
• The divestiture of the c o m p a n y ' s U.S. f leet of f ishing 
boats and related equipment . 
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Straimline is expected to save an est imated $25 
mill ion pretax in Fiscal year 2002 and est imated $40 
mill ion a year beginning in Fiscal year 2003. Non-cash 
saving is expected to be less than $6 mill ion per year. 
Management est imates that these actions will impact 
approximate ly 2700 employees. 
The above study of profile of Heinz Internat ional 
leads to the conclusion that the H.J. Heinz C o m p a n y is 
one of the world 's leading marketers of branded foods 
through retail and foodservice channels . Heinz has 
number-one or number-two branded business in more 
than 50 world markets. 
Among the company's famous brands are Heinz (a 
global mega-brand approaching $3 bil l ion in annual 
sales) , Ore-Ida, Smart Ones, Begal Bites, Watt ies , San 
Marco, 9-Lives , Kibbles 'n Bits, Pounce, Far ley 's , P lasmon, 
BioDieterba, StarKist , John West, Petit Navire, Greenseas , 
UFC, Orlando, ABC, Honing, Hak, De Ruijter, Olivine and 
Puddliszki . Heinz also uses the famous brands Weight 
Watches , Boston Market and Linda McCartney under 
l icense. 
Heinz provides employment opportunit ies for 
approximate ly 45 ,800 people on full-time basis , plus 
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thousands of others on a part-t ime basis and during 
seasonal peaks. 
It has also been observed that the c o m p a n y had 
total sales to the tune of $ 6647118 thousands in 1991 
which went up to $ 9430422 thousands during 2001 
registering a sharp increase of approximate ly 42 per cent 
over a short span of time i.e. a decade. As a whole there is 
all round improvement in the prof i tabi l i ty . So far as 
human resource management is concerned , the company 
being world's No. 1 and 2 food company in more then 
fifty countries has always taken extra care of its human 
resource. The company has conducive e n v i r o n m e n t which 
not only integrates and motivate all the employees 
towards achieving high standards but also makes 
suff ic ient room for everybody's growth. People are 
valuable assets for the company. A good blend of 
behaviour and skill development p r o g r a m m e s have 
always been initiated for the growth and career 
advancement of the employees of all ca tegor ies in all the 
factories of the company. The organisat ion at the world 
level is operating as model employer leaving no room for 
the dissatisfaction of the employees. The next chapter 
entitled "Human Resource Management in Heinz India 
Pvt. Ltd (Aligarh) is a case study of h u m a n resource 
management in one of the units of Heinz in ternat ional Co. 
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Human Resources Management in Heinz India Pvt. Ltd- A 
Case Study of AHgarh Unit 
The preceding chapter discussed the his tor ica l 
perspect ive of Heinz internat ional and brought to l ight that 
the organisat ion is over a century old. It has over the course 
of years spread as a mult inat ional , and It has business 
interest in over tw^o hundred countries and terri tories , Heinz 
besides expanding organisat ional ly has also widened its 
product range. From a modest beginning in food products , 
the Heinz now produces a wide range of food products 
which include Tomato Ketchup, Pet Foods, Frozen Foods, 
Sea Foods, Baby Foods etc. Concurrent with its expans ion of 
size and products , the human resource employed in the 
organisat ion has also multiplied a great deal. Accordingly 
the present chapter makes a case study of the human 
resource management in Heinz India Pvt. Ltd. (Aligarh 
Unit) . The Heinz, a USA based internat ional ly known 
mult inat ional food company, for the first time looked 
towards India as a big market with potential of customers 
for its products . Instead of establ ishing a plant, the company 
bought over the family products division of Glaxo India Ltd. 
A discuss ion of its take over of Glaxo Company fol lows for 
the purpose of the study. 
Wig-
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The Glaxo India Ltd 
The Glaxo India LtdMas incorporated in India on Nov. 
1924 as an agency house distributing the well known baby 
food " G l a x o " of British company. It was recognised 
international ly as one of the leading manufactures of the 
research based pharmaceuticals and food products . 
In the early 1990 's Glaxo was going in losses in 
the manufacturing of food products all over the world. 
Glaxo decided to close all its food products over the entire 
globe. However, Aligarh Plant was running in profi ts so it 
did not want to close the unit and hence asked the Glaxo 
headquarters at Britain to permit her to cont inue the 
product ion. The headquarter agreed on a condi t ion to 
cont inue the food products after changing the name, so 
Glaxo Ltd. was renamed as Glindia Ltd. This change in 
name caused a negative affect on the sales of 
Pharmaceut ica l Products, Glindia further enquired the 
headquarter again to allow to use the old name of Glaxo 
India Ltd. The permission was forthwith granted. 
In 1994 Glaxo India Ltd. took a decis ion to sell its 
food production manufacturing unit at Aligarh. Heinz India 
Pvt. Ltd. took over from Glaxo India Ltd its Food Divis ion 
on Is' October 1 9 9 4 . Glaxo however, decided to concent ra te 
only on pharmaceuticals . The most important fact is that 
they continued with the same brand names. The c o m p a n y 
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now manufactures Complan, Farex, Glucon C and Glucon D 
at its Aligarh Unit. Sampri t i Ghee is also manufactured, as it 
is a byproduct . Nycil and Farex are manufactured by a third 
Party. The factory is located 8 kms away form Aligarh city at 
a place known as Manzoorgarhi .The factory has an area of 42 
acres . One third of the area is vacant and rest has permanent 
infrastructure . Main Office is situated at Annie Besant Road, 
Worl i , Mumbai . The company has other manufactur ing units 
located at Banglore, Ankeshwar and Goa. 
Heinz has 41 centres with chil l ing and 
refr igerat ion facil i t ies. Milk is collected at its centres from 
suppl iers and private contractors . Milk col lect ion centers are 
located in a radius of 125 kms around Aligarh District , Parts 
of Bulandshahar and Mathura districts. In Flush seasons 
(Apri l - July) the milk col lect ion is 4 lakh litres per day. 
Factory is connected both with roadways and Railways. The 
c o m p a n y has a turnover of Rs. 400 Crores now, which was 
just 160 crores at the time of taking over from Glaxo India 
Ltd. 
The company produces wide range of products in 
India . Heinz occupies first or second position in more then 
50 countr ies in the world. It has total of 5700 products in 
the world market . In India it offers the fol lowing products . 
I n s t a n t E n e r g y D r i n k s 
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Glucon-D (Plain). 
Glucon-D (Orange) 
Glucon-D (Mango) 
Glucon-D (Apple) 
Glucon-D (Lemon). 
Glucon-D is manufactured at Aligarh Plant . Right 
now only Glucon-D (Orange) & Glucon-D (Plain) is 
manufactured because of more demand of these two 
f lavours . 
C e r e a l B a s e d 
Farex (Plain) 
Farex (Wheat). 
Farex (Vegetable) 
Farex (Apple) 
Farex (Mango) 
Farex (Egg) 
Farex is given to children above six months of age 
is available in above 7 f lavour. It is m a n u f a c t u r e d in Goa 
plant. 
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E n e r g y R ich Hea l th D r i nks 
C o m p l a n (Natural ) 
C o m p l a n (Chocolate) 
C o m p l a n ( (Mango) 
C o m p l a n (Saf fron) 
C o m p l a n (Vita Milk Plain) 
C o m p l a n is r ich in vi tamins and is m a n u f a c t u r e d at A l i g a r h 
plant . 
Ghee 
S a m p r i t i Ghee 
A by product of Milk is manufac tured under the b r a n d n a m e 
of S a m p r i t i at Al igarh. 
P r i c k l y Heat P o w e r 
Nyci l (Plain) 
Nyc i l (Sandal ) 
Nyci l (Lavender) . 
Nyci l is avai lable in above 3 f ragrances and is m a n u f a c t u r e d 
in A n k h e l e s h w a r . 
He inz / ( e t chup 
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Recent ly Heinz has come up with a new p r o d u c t 
(Heinz f;etchup). Al though Heinz , is pr imari ly a 1<etchup 
m a n u f a c t u r i n g c o m p a n y . This is the f irst ever ketchup by 
Heinz for the Indian Market . It is m a n u f a c t u r e d in Banglore . 
C o m p l a n C r u n c h T i m e r 
Milk C r e a m 
C h o c o l a t e 
These two f lavours are avai lable in these biscui ts . 
P a t t e r n Of E m p l o y m e n t 
The Al igarh fac tory of Heinz provides e m p l o y m e n t to a 
large n u m b e r of m a n a g e r i a l , adminis t ra t ive , ski l led and 
unsk i l l ed employees who are f rom di f ferent par ts of the 
c o u n t r y . The fo l lowing is the brief descr ipt ion of e m p l o y e e s 
w o r k i n g in Heinz India Pvt. Ltd. Al igarh Unit. 
T a b l e : 4 . 1 
S h o w i n g P a t t e r n O f E m p l o y m e n t In H e i n z I n d i a P v t . L t d . A l i g a r h 
A s O n 1'* A p r i l 2 0 0 2 
S I . S k i l l e d O t h e r s (Drivers) 
No. Departments staff Attendants Clerical Asstt. Chem. Etc. Total 
1. VP's Office 
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2. Production 1 5 9 3 1 0 8 
R.P.U. 1 8 1 0 3 1 2 1 
Total 3 3 1 9 6 2 2 9 
3. Personal, 
Canteen 
Security & 
O H C 
5 3 6 4 8 
F. S .U. 1 2 5 2 6 
Total 6 6 2 6 7 4 
4. Factory 
Stores 
1 2 2 5 2 8 
P i g . & 
Distribution 
2 4 6 
Total 3 2 2 9 3 4 
5. Purchase & 
Milk 
3 5 2 3 2 6 0 
Coll 
6. Quality 
Assurance 
6 9 7 2 2 
7. Accounts 8 8 
8. Engineering 4 6 1 9 3 6 8 
Transport 9 4 1 3 
Drivers 1 6 1 6 
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G r a n d Total 1 3 8 3 3 5 2 8 2 3 5 2 4 
Source : Office, Heinz India Ltd. Aligarh 
It has been noted from above mentioned tables 
that there are various categories of employees working at 
the factory. The factory has approximately 138 skilled staff , 
335 skilled at tendants , 28 clerks, and 23 others including 
drivers and assistants as on April 2002 as mentioned in 
table (4.1) 
Organisational Structure 
The company is headed by Managing Director who is 
assisted by Vice President and Director (Operat ions) , Vice 
P r e s i d e n t / D i r e c t o r ( O p e r a t i o n s have a team of several 
incharges such as General Manager (product ion) . General 
Manager (IR and Administrat ion) , General Engineering 
service and project manager. General Manager (Quality 
Assurance) etc. who further are further assisted by 
managers and departmental heads . 
To asses the activities of various departments of 
Heinz India Pvt. Ltd. an attempt has been made in the 
fol lowing pages to discuss the functions of dif ferent 
departments . 
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The Production Department is headed by a Product ion 
Manager who has two managers report ing to him namely 
manager of milk food product ion and the manager of retail 
packing unit. 
The following chart presents the organizat ion s tructure in 
Heinz India Ltd CProdudion 
MANAGER PRODUCTION ' 
-DEPARTMENT 
t T t 
Executive Executi Executive Executive Executive Executive 
M.S M.S 
Management Stall' 
t t t 
M.S M.S. .M.S. M.S. 
1 3 5 
F u n c t i o n s Of Mi lk P r o d u c t i o n D e p a r t m e n t 
It is responsible for receipt of milk, pur i fy ing it, 
f i l ter ingi t , pasteur is ing it after separat ing the fat and then 
dry ing it in the form of poc^der. During the summer when 
there is shor tage in supply of milk this unit is t emporar i ly 
c losed down. 
F u n c t i o n s Of Re ta i l Un i t 
The dried milk powder is received f rom the milk 
P r o d u c t i o n Depar tment and is then mixed with other 
ingred ients to make different products . Glucon-D is made by 
a s p e c i a l procedure cal led dried landing in w h i c h dried 
p o w d e r is mixed with dextrose monohvdra te to make 
G l u c o n - D . They are then packed in cartons of d i f ferent size 
and d ispatched to excise department , before e n t e r i n g 
P r o d u c t i o n Depar tment due care is taken that employees 
w a s h there hands with savlon and are in their proper 
u n i f o r m . The Machines instal led in product ion depar tment , 
are G e r m a n made and are known as Field Force Machines 
(F .F .S) . M a x i m u m Packing capac i ty of these Machine are 500 
tonnes per month . r ~ 
Its main funct ioning units are Field Force 
Machines (F.F.S) , Boiler Flouse and Spray Driers 
1 DR 
E f f l u e n t T r e a t m e n t P l a n t ( E T P ) 
It is a place where e f f luents are t reated and 
disposed off. It is m a n d a t o r y under law to have it. 
C a p a c i t y 
4-6 lakhs litres of water is t reated everyday . 
S o l i d W a s t e s 
They are put in field and thrown out. 
B o i l e r H o u s e : 
1. S team is made in the Boiler house . 
2. Oil is heated till 400^ - Cels ius 
3. It is sent to spray drier . 
4. Heat ing mater ia l Used : Rice Husk. 
S p r a y D r i e r 
The funct ion of spray drier is to c o n v e r t l iquid 
milk into milk powder . 
E n g i n e e r i n g D e p a r t m e n t 
Engineer ing Services play a vi tal role i n proper 
w o r k i n g of an organisat ion . The fo l lowing are the funct ions 
of Engineer ing Service Depar tment which is d iv ided into 
three parts as shown in the fo l lowing chart . The f irst par t is 
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concerned with the maintenance of machines 
and equipments The second of Utilities Services includes 
water ,mi lktankers , electricity, steam, A.C, Teferigation 
etc.The third part namely 'General Services 'consis t ol 
forkli f ts , plate, t rol ley, te lephone,emergenc) light, desert 
cooler , cables , cable services. 
EINGTNEERING SERVICES 
M a i n t e n a n c e of Utilities Services 
M a c h i n e s and (Water, Milk Tankers, 
e q u i p m e n t s Electricity, Steam, A 
(Ope ra t i ng part is C , Refngeration, 
not wi th th is uni t ) Compressed Air 
General services (Forklift, 
palate Trolley, 
Telephone, Emergency 
Light, Desert Coolers, 
Cable Services) 
The quality of these services decides the quali ty 
of work life (QWL) and productivity level. This role is 
highly emphasised since the main motive of every worker 
and the factory as a whole is high productivit} ' . Engineering 
service department always tries to improve its util it ies 
services and maintenance services. The emphasis is on 
prevent ion of wear and tear and also wastage. 
The organogrambelow presents organisat ion structure 
of the Engineering Service Department. The department is 
headed by the Engineering Service Manager. The 
Maintenance Engineer, is directly under him who, in turn, is 
assisted by Maintenance Executives. The hierarchy goes 
down to the level of Shift Executives and off icers. 
O r g a n o g r a m of E n g i n e e r i n g D e p a r t m e n t 
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M i l k C o l l e c t i o n C e n t r e : ( M c c ) 
The fol lowing organogram presents Ihe 
organisat ion pattern of the Milk Collect ion Centre. 
Manager Milk Procurement 
liO 
It will be observed that the factory purchase manager is at the 
top and manager milk procurement works under him. There 
are two milk procurement officers working under the manager 
milk procurement. The hierarchy ends with the centre staff 
and attendant staff under milk procurement off icer. 
Sources of Milk Collection 
The following are the sources of milk col lect ion of 
Heinz India Pvt Ltd. (Aligarh Unit). 
Own Collection ; The company has 41 Milk Col lect ion 
Centres . 50% of col lect ion through this centre. About 50% of 
the milk is collected by these centers under the supervis ion 
of center staff and attendants. 
Dedicated Bulk Suppliers (DBS)- Dedicated 
Bulk suppliers also supplies milk as per norms of the 
company. There are three DBS who supplies 40% of the total 
milk collection. 
Non Reserved Area Suppliers (NRAS) / contractors 
This is the general category of suppliers of milk. 
They supply about 10% of the total milk procurement by 
Hienz India Pvt Ltd. Aligarh. 
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Chilling Centres 
The company has 41 milk chilling centres which are di\ ided mto 
following three categories. 
Ice C o o l i n g 
Chilled water is taken in 
tank There , .. are 40 
Plates Through each plate 
passes water from one and 
milk through other Then the 
Milk comes out Chilled It is 
chilled with temperature of 
12° C 
T 
Ref r igera t ion 
Ammonia Gas is used 
which IS there in tank 
and same process of 
water As ice cooling is 
done iced then Then to 
chilled Milk 
Brine C o o l i n g 
Brine IS salted water It 
lowers down 
temperature it gets wate 
IS passed through chiller 
& then milk temperature 
goes below 3° C 
41 Centres are divided mto 8 routes eg Hathras, Ramghat 
etc 4-6 centres are located on each route 2-3 routes aie under each Milk 
Procurement officer (M P 0 ) They are given targets for lookmg into 
quality, staff and administration Also they look over tianspoitation The 
transportation unit is under Engmeering Department This department 
guides about the places where tankers should be sent Each tanker has one 
attendant 
How Does Centre Work 
Heinz has milk earners, which collect inilk fiom farmers and bring 
It m cans Each centre covers anarea-8 to lOKms ladms Each person's 
brmgmg capacity is lOOkgs of milk on bicycle Cans are unloaded into 
centers and weighed on scale thereafter Then gross weight is taken The 
sample is drawn by skilled staff to check the qualit}' Thereafter the 
supply of milk is accepted Then Milk is dumped into tank 
and then chiller into plant 
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P a y m e n t C r i t e r i a For Mi lk 
It Depends on two tests. 
1. Fat test. 
2. SNF test (solid Not Fat) . 
Milk should conta in 6.5% fat and 8 .70 SNF. This is 
ca l led as two-axis pr ic ing. Important test m e t h o d adopted is 
organ lactic test. 
As the second source of u n r e s e r v e d area milk 
suppl iers is concerned the c o m p a n y does not give them 
chi l l ing faci l i t ies but only supervis ion . The c o m p a n y does 
not make any test in the f ield. 
Q u a l i t y A s s u r a n c e D e p a r t m e n t 
As the name indicates qual i ty is jus t not an 
acc ident , it is a col lect ive work of in te l l igent people . With a 
team of wel l - t ra ined and exper ienced s taf f in Qual i ty 
Assurance Depar tment , Heinz has a c h i e v e d l a n d m a r k s in 
Qual i ty Control . The qual i ty contro l pol icy in H e i n z India 
Ltd.needs a d iscuss ion for u n d e r s t a n d i n g , w h i c h is g iven 
below: 
Q u a l i t y Po l i c y 
Heinz India Pvt. Ltd. is commit ted to : 
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1. Procurement , development , product ion and marketing 
of safe, c lean, wholesome foods of high quality, 
keeping focus on needs of customer by establ ishing and 
maintaining proper facil it ies necessary for control led 
production, consistency in a sanitry manner , so as to 
ensure the customers conf idence is generated and 
maintained consistently. 
2. Establishing and maintaining appropriate and 
monitoring procedures necessary for control led 
production. Establ ishing and maintaining appropriate 
training programme so the every person responsible for 
the product integrity and safeguarding quality 
environment is competent to carry out his 
responsibil i t ies . 
3. Achieving high safety, occupat ional health and 
environmental standards by establ ishing internal 
review procedures to ensure compliance of applicable 
laws and regulat ions. 
Co-ordination by Quality Assurance Department 
Quality Assurance Department co-ordinates its 
activit ies by the fol lowing two units. 
Quality Assurance Department does the main job 
of testing f inished products , raw mater ia ls , all 
intermediate goods packing materials , microbial test ing 
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for persons and materials , pollution control act ivit ies .The 
study of competitor samples, help in R&D analysis , and 
also in taking remedial measure for redressel of customer 
complaints . Other than this, the department carr ies on 
90% of the work. 
Quality Assurance Department co-ordinates its 
act ivi t ies to look after good food manufactur ing pract ices 
and adherence to manufacture instructions. It is also 
responsible for statutory requirements concerning Milk 
testing and standardisat ion of batches. It also does the 
work of online testing and works round the clock. Unlike 
Qual i ty assurance it conducts Internal Audit too. 
Quality assurance department is headed by 
Qual i ty Assurance Manager with Quality execut ives , 
off icers and department staff working under him. Since 
quali ty department is meeting the quality s tandards, 
hence , as ISO has recognised this company by ISO-9002 
cer t i f icat ion and it is the first food product company in 
India to get the recognit ion. 
F i n a n c e D e p a r t m e n t 
Finance Department maintains all books of 
accounts , and plans expenditures for which it prepares 
capi ta l and revenue budgets. The f inance department also 
looks after the daily payments and evaluates actuals with 
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the budgeted. The main funct ion of this d e p a r t m e n t is to 
moni tor expenses and ensure p r o c e d u r e s . 
F u n c t i o n s Of A c c o u n t s D e p a r t m e n t 
The account d e p a r t m e n t p e r f o r m s var ious 
funct ions such as; 
• Fund Management . 
• Budgetary Contro l . 
• Purchase A c c o u n t i n g System. 
• Sales Account ing and control . 
• Statutory c o m p l i a n c e . 
• Wage adminis t ra t ion . 
« Audit compl iance . 
• Var iance analysis 
• Informat ion T e c h n o l o g y . 
P e r s o n n e l / IR / W e l f a r e D e p a r t m e n t 
The Aligarh fac tory of HEINZ India Ltd. has a 
separa te personnel depar tment , w h i c h is h e a d e d by GM-
IR and Adminis t ra t ion . Under him, are p e r s o n n e l , IR 
execut ive and addi t iona l labour wel fare o f f i c e r who 
reports to personnel m a n a g e r . The f o l l o w i n g is the 
o r g a n o g r a m of P e r s o n n e l D e p a r t m e n t . 
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Functions of Personnel Department are mainly to 
looking after the fol lowing : 
• Generat ion of pay roll and related r e c o r d s / d o c u m e n t s ; 
• Compl iance of statutory records and maintenance of 
employees records; 
• Control over employee absenteeism and discipl ine; 
• Grievance handling; 
• It is also looking after regular medical check-up for the 
management staff under "Good health S c h e m e " ; 
• Training and development programme for management 
and non-management staff; 
• Maintaining good IR and interaction with union; 
• Defending legal i s sues /mat ters of the company and 
deal ing all labour laws; 
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• Liaison and good personnel relation with 
Government / l a b o u r authorit ies ; 
R e c r u i t m e n t a n d S e l e c t i o n 
Recruitment is defined as discovering potential 
applicants for actual or ant ic ipated organisat ional 
vacancies . Recruitment is a process of discovering the 
source of human power to meet the requirements of the 
staffing schedule and to emplo}^ effect ive measures for 
attracting the manpower in adequate numbers to facil i tate 
effect ive select ion of an eff ic ient working force. 
Recruitment has been regarded as the most important 
funct ion of personnel administrat ion because unless the 
right type of people are hired even the best 
organisat ional charts and people would do no good and 
desired goals will not be accomplished . 
F a c t o r s A f f e c t i n g R e c r u i t m e n t 
The fol lowing factor affect the recrui tment policy 
of a company. The effects of past recrui t ing efforts which 
shows the organisat ion abilities and keep good p e r f o r m i n g 
people. 
Working condit ions, salaries and benefit packages 
offered by the organisat ion which may influence turnover 
and necessi tate future recruitment of employee. 
The employment condit ions in the community where the 
organisat ion is located. 
size of organizat ion. 
The rate of growth of organisation. 
The level of seasonality of operations, product ion 
programmes and future expansion programme and 
Economic , legal and culture factors. 
Pre-Requis i tes Of A Good Recruitment Policy 
Recruitment policy asserts the object ives of the 
recrui tment and provides a framework of implementat ion of 
the recrui tment programme in the form of procedures . A 
well p lanned recruitment policy is based on corporate goals, 
study of environment and corporate needs. The fol lowing 
are the essential of a good recruitment policy. 
It should be in conformity with its general 
personnel policies 
It should be flexible enough to meet the changing 
requirements of an organisation. 
It should be so designed as to ensure e m p l o y m e n t 
opportuni t ies for its employees on long term basis so that 
the goals of the organisation should be achieved and it 
should also develop the potentialit ies of employees. 
It should match the qualities of employees with the 
requirements of Job, for which they are employed. 
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It should highlight the necessi ty of es tabl ishing 
job analysis. 
S o u r c e s Of R e c r u i t m e n t 
Before an organisat ion begins recrui t ing appl icants , 
it should consider the most likely source of the type of 
employee it needs. Two broad categories of the sources of 
recruitment are : 
- Internal sources 
- External sources 
Internal Sources 
These include personnel a lready on the payrol l of 
an organisation i.e. whenever any vacancy occurs someone 
from with in the organisat ion is upgraded transferred and 
promoted or sometimes demoted in order to fill the vacancy. 
External Sources 
New entrants to the labour force i.e. young mostly 
inexperienced potential employees as the college student . 
The unemployed with wide range of skills and abil i t ies 
Tet i red experienced persons such as mechanics , mach ine 
welders and accountants . 
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Methods Of Recruitment : 
DIRECT METHOD: This includes sending traveling 
recrui ters to educat ional and professional institutions, 
employees contact with public and manned exhibits . College 
recrui t ing methods is most commonly used. 
INDIRECT METHODS: This involves advertis ing in 
n e w s p a p e r , on radio, in trade and profess ional journals , 
technica l magazines , brochures and internet . Advertis ing in 
newspaper , trade journals and magazine are most frequently 
used methods when qualif ied or experienced personnel are 
not avai lable from other internal sources . 
THIRD PARTY METHOD: These include use of commercia l 
or private employment agencies, p lacement offices of 
schools , colleges and profess ional associat ions. Universit ies , 
recrui t ing firms, management consultant organizing 
seminars for the college professors and friends and relatives. 
In this methods private employment agencies are widely 
used. 
At Heinz India Pvt. Ltd. (Aligarh Unit), campus 
interviews, advert is ing in newspaper and local employment 
agencies are the most common methods used for recrui tment 
of employees . As such the company has never faced shortage 
of ef f ic ient employees even during peak times, the company 
appoints purely contractual employees to meet peak 
demand. 
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S e l e c t i o n 
The objective of selection process is to determine 
whether an applicant meets the qualif ications for specif ic 
jobs and to choose the applicant who is most l ikely to 
perform well in that job. Selection of employees is very 
important because of the costs of induct ion and training 
have increased and it is very difficult to terminate the 
services of an emploj^ee once he is conf irmed on the job. 
When personnel suitable to the job requirements are selected 
their eff iciency and productivity will be high they have high 
job satisfaction and high morale, rates of absentee ism and 
labour turnover will be low. Since proper se lect ion wil l go a 
long way towards building up a stable human resource and 
eventual ly reducing labour costs. In order to unders tand the 
process of selection, the following is an 
account of steps in selection procedure. 
Stepsin Selection Procedure 
P R O C E D U R E S P U R P O S E S A C T I O N A N D 
T R E N D S 
1. C o m p U ' l e d I n d i c a t e s a p p l i c a n t s d e s i r e d R e q u e s t s o n l y 
j o b p o s i t i o n , p r o v i d e s i n f o n n a t i o n of i n f o r m a t i o n t h a t 
a p p l u d l i o n i n t e r v i e w p r e d i c t s s u c c e s s in the 
j o b 
2 . I n i t i a l P r o v i d e s a q u i t e e v a l u a t i o n of A s k s q u e s t i o n s o n 
s c r e a n i n g a p p l i c a n t s s u i t a b i l i t y e x p e r i e n c e s a l a r y 
i n t e r v i e w e x p e c t a t i o n , 
w i l l i n g n e s s to 
r e l o c a t e s . E t c . 
3 . T e s t i n g M e a s u r e s a p p l i c a n t s j o b s k i l l s M a y i n c l u d e 
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and a b i l i t y to l e a r n on the 30b 
B a c k g r o u n d C h e c k s t r u t h f u l n e s s of 
i n v e s t i g a t i o n a p p l i c a n t s r e s u m e or 
a p p l i c a t i o n f o r m 
I n - d e p t h 
s e l e c t i o n 
i n t e r v i e w 
P h y s i c a l 
exa m i n a t i o n 
r i n d s out m o r e a b o u t t h e 
a p p l i c a n t as an i n d i v i d u a l 
E n s u r e s e f f e c t i v e p e r f o r m a n c e 
by a p p l i c a n t s p r o t e c t s o t h e r 
e m p l o y e e s a g a i n s t d i s e a s e s , 
s t a b i l i s e s h e a l t h r e c o r d s on 
a p p l i c a n t , p r o t e c t s f i r m s 
a g a i n s t u n j u s t c o m p e n s a t i o n 
c l a i m s 
c o m p u t e r t e s t i n g 
s o f t w a i e h a n d w r i t i n g s 
a n a l y s i s ^ m e d i c a l and 
p h y s i c a l a b i l i t y 
C a l l s t h e a p p l i c a n t s 
p r o v i s i o n s s u p e r v i s o r 
( w i t h p e r m i s s i o n ) 
and c o n f i i m s 
i n f o r m a t i o n f r o m 
applicant 
C o n d u c t e d by t h e 
m a n a g e r to w h o m t h e 
a p p l i c a n t r e p o r t 
O f t e n p e r f o r m e d by 
c o m p a n y ' s m e d i c a l 
d o c t o r s 
J o b o f f e r Fil ls a j o b v a c a n c y or p o s i t i o n O f f e r s a s a l a r y p l u s 
b e n e f i t p a c k a g e 
R e c r u i t m e n t A n d S e l e c t i o n P r o c e d u r e A t H e i n z I N D I A P v t . 
L t d . ( A l i g a r h u n i t ) 
( F o r P e r m a n e n t S t a f f ) 
P u r p o s e 
1). To discover potential applicants for actual or an t i c ipa ted 
organisat ional vacancies. 
2). To determine whether an appl icant meets the 
qual i f icat ion for a specific job and who is most l ikely to 
perform well in that job 
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Scope: Extends to whole establishment to fulfil l its 
m a n p o w e r requirements of permanent staff. 
Responsibil ity: Personnel department in consul ta t ion with 
other concerned departmental heads. 
RE:FERENCE: Company's personnel policy. 
P R O C E D U R E 
1. Recrui tment policy : Pre-planned recrui tment policy 
based on corporate goals and needs. 
2. Fixat ion and Authorisation of staff strength (A.S.S.) . By 
observing the work done/required to be done number, 
of persons required to do the work in line with the 
work load are determined maintaining a balance 
between the work load and the number of persons. 
Fixat ion and authorisation of staff s trength is done by 
president and managing director. 
3. Sanct ion for the recruitment : The sanct ion authorit ies 
for the recruitment of permanent staff are as under : 
3.1 Management staff: 
a. Vacancies in Grade I & II President . 
b. Vacancies in Grade III & IV G. M. 
Any recrui tment of MS in any grade beyond A.S.S. as on the 
current f inancial year requires M.D's specific sanct ion . 
3.2 Non management Staff : 
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The recruitment of Non-Management Staff levels is 
author ised by the GM of the factory. 
R e c r u i t m e n t G u i d e l i n e s 
F o r M a n a g e m e n t S t a f f 
A personnel requisit ion is sent by the personnel 
manager to head office to get M. D's approva l to fill a 
vacancy , personnel requisit ion format, code is at tached. A 
not i f icat ion of existing vacancy, personnel requis i t ion 
format , code is attached. A noti f icat ion of exist ing 
v a c a n c y / v a c a n c i e s is sent to the local employment exchange 
in compliance with the employment exchange Act 1959. 
V a c a n c y / V a c a n c i e s is / a r e notified internal ly on notice 
boards of the establishment. If a position calls for specif ic 
skill or qualif ication or knowledge not likely to be available 
within the organisation, the post is advertised external ly and 
the copy of the advert isement is placed on the not ice board 
of the company. Operat ions , duties and responsibi l i t ies , 
bear ing on a job and acceptable human qualif ies sought in a 
candidate are based on the information based on the pre-
made job analysis. Advert isement or a vacancy indicates a 
time limit with in which application for the job must reach 
the given address. Recruitment guidelines for m a n a g e m e n t 
as well as for non-management are as fol lows: 
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F o r N o n M a n a g e m e n t S t a f f 
All requisit ions are sent to the head office for 
approval . Firstly v a c a n c y / vacancies i s / are notif ied 
internal ly on the notice board. If required skill and 
qual i f icat ions are not available within the organisat ion, 
their 
U the position is advert ised externally and a copy of the 
same is placed on the notice board. 
C not i f icat ion of the v a c a n c y / v a c a n c i e s is sent to the 
local employment exchange as per the requirements of 
the employment exchange act 1959. 
Selec t ion Guidelines 
• Reception of Applicat ion and sorting out. All the 
appl icat ions for the job are collected and looked after 
by the personal department 
• Sort ing out of suitable applicat ion, done by the 
personal manager . 
• Interview call letters are sent to the selected ones 
asking them to attend the prel iminary stage of the f inal 
select ion at prescr ibed time and place. 
• All the candidates are required to fill in the given 
employment form and to bring filled up form at 
interview. The purpose of filling the forms and 
prel iminary interview is to obtain information about 
the prospect ive candidate and to screen out 
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undesirable applicants . Prel iminary screening may be 
through written tests and other methods depending 
upon the nature of job requirements . The personnel 
manager in consultat ion with the concerned 
departmental head prepares format of the test and the 
interview. 
Constitution Of Select ion Board 
• Personal manager takes an initiative to const i tute an 
interview committee. 
• In terv iew/se lec t ion committee consists of at least 3 
members, one from personnel department , one f rom the 
concerned department and third may be a person 
having technical background or a subject expert as per 
the nature of the jo l^vacancy. 
Select ion 
• All the members on the selection board are informed in 
writing by the personnel manager about date time and 
venue for the final selection. 
• Screened out candidates are called for the f inal 
interview and are required to bring out the n e c e s s a r y 
testimonials at the final interview. 
• Personnel manager informs the selected candidates for 
final selection, date, time and condit ions of the same. 
f 
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• All the members on the select ion board mark their 
comments and ratings in the interview evaluat ion 
forms. 
• For the selection of f inal candidate the opinion of all 
the members on select ion committee must be 
unanimous. 
Reference Checks 
ri The certif icate pertaining to age, qual i f icat ions, 
experience and emoluments etc are checked for this 
purpose. Opinions of previous employers and others 
who have known the appl icant may b e / a r e general ly 
utlised. 
LJ Personnel department holds the responsibi l i ty for 
reference checks 
Grade/Salary Fixation 
For Management Staff : Personnel head fixes the emoluments 
in consultat ion with GM of the factory 
For Working Staff: As per sett lement provis ions 
Offer of the employment 
The offer of employment involves issuance of appointment 
letter and physical medical examinat ion of the selected 
candidate . 
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71 Personnel manager extends the offer of the employment 
to the finally selected candidate requiring to be present 
for Medical examination before the company 's medical 
olf icer within prescribed time period. 
n Medical officer confirms the personnel department 
about medical fitness and report of the candidate 
U If the candidate is found medically fit he is issued an 
appointment letter specifying the terms and the 
conditions of the employment by the personnel 
manager. It also specifies the time period within which 
candidate must join the company 
U On accepting the employment offer candidate signs the 
counter-copy of the appointment letter and is required 
to send it to the company at the earl iest .The purpose of 
medical examination is to reveal whether or not a 
candidate possesses good health required for a 
particular job since Heinz is basically food 
manufacturing company. Medical fitness test brings 
out deficiencies not as a basis of r;ejection but a 
positive aid to selective placement as indicat ing 
certain restrictions on his appointment on certain jobs. 
R e c r u i t m e n t a n d S e l e c t i o n o f t e m p o r a r y , c a s u a l e m p l o y e e s 
i n c l u d i n g a p p r e n t i c e s : 
• Casual employees are employed on contractual basis by 
the company 
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• Temporary employees are engaged for a period of 6-7 
months, starting at of each month after which new 
batch of temporary employees is se lected depending on 
the work. The payments are made just after the work 
is over. 
n Casual and temporary employees are employed to 
factory stores, factory services Unit, Canteen during 
the flush season i.e. Nov. - December 
A new c o m e r / f r e s h e r is initially placed on the job on 
probation which may be 
(a) In case of working staff: Grade II, III, & IV with six 
months training which may be extended by fur ther 
maximum period of 6 months. Grade I and above 
are placed on probat ion. 
(b) Management trainee: it is for a maximum period of 12 
months Only after the successful completion of 
training a candidate is regularised on the job. 
Orientat ion and induction programme : 
• To familiarise newcomer with c o m p a n y ' s opera t ions , 
pract ices , working people, and working e n v i r o n m e n t , 
an orientation and induction programme is c o n d u c t e d 
which aims at making him feel at home. 
• Concerned departmental head is responsible to prepare 
the programme and famil iarise the new employees in 
the organisat ional setup. 
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TRAINING AND DEVELOPMENT OF EMPLOYEES AT HEINZ INDIA PVT. 
LTD. (ALIGARH FACTORY) 
Training is a process of learning, the sequence of 
programmed behaviour. It gives people an awareness of the 
rules and procedure to guide their behaviour. It a t tempts to 
improve their performance on the current job or prepare 
them for future job. Training also forms an important 
c o m p o n e n t of Heinz 's quality. The fol lowing is the 
assessment of training and development policy of Heinz 
India Pvt. Ltd. (Aligarh unit). 
T r a i n i n g P o l i c y a t H e i n z I n d i a P v t . L t d . ( A l i g a r h U n i t ) 
• Training shall be given to each and every employee as 
per requirement of job in the interest of the company 
and for achieving the companies goal. 
• Training place shall be decided by the personal 
department as per the trainees requirement . 
• Determination of the need shall be indicated by the 
Head of the Departments at the end of December each 
year , and those employees shall be given training by 
the personnel department who have at tended the 
training programme in the month of October each 
year . 
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• Induct ion training shall be given to all the e m p l o y e e s 
either apprent ices or permanent e m p l o y e e s for the 
safety and healthy work env i ronment . 
• Training methods and the trainees shal l be se lec ted as 
per the tra ining requirements . 
" T r a i n i n g p r o g r a m m e s s h a l l b e p l a n n e d f o r 
a c h i e v i n g c o m p a n i e s goal , f o r i n c r e a s i n g the 
p r o d u c t i v i t y , i m p l e m e n t a t i o n of q u a l i t y p o l i c y of 
the c o m p a n y , for i m p r o v i n g the m o r a l e a n d 
c r e a t i n g a b e t t e r w o r k f o r c e . A t ra in ing c a l e n d a r is 
prepared for each year based on shor t term and long 
term requirements . The training p r o g r a m m e s are co-
ordinated by the concerned d e p a r t m e n t a l h e a d s or by 
the senior m a n a g e m e n t staff n o m i n a t e d by them. 
T r a i n i n g and R e - e d u c a t i o n f o r P r e s e n t and F u t u r e 
All employees as per their job r e q u i r e m e n t s are 
t ra ined to have maximum product ion , e f f i c i e n c y and job 
sa t i s fac t ion , keeping in view ideal e m p l o y e r - e m p l o y e e 
re lat ions . Moreover , the purpose of t ra in ing is; 
• To ensure that all employees work as fami ly 
and for one c o m m o n object ive and h a v e s a m e 
percept ion and views; 
• To make them aware about c o m p a n y ' s po l i c ies , s y s t e m 
procedures and statutory c o m p l i a n c e ; 
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• To develop a sense of belongingness amongst all 
employees and for motivating them to part ic ipate in 
activit ies; 
• To expose employees to challenges in the environment 
keeping the focus on the need of the customers so that 
customers conf idence is gained and mainta ined; 
• To make aware employees about their personal health 
and hygiene and mental stress ; 
• To maintain industr ial peace and harmony; 
• To encourage employee 's part ic ipation in the problem 
solving activities 
• To increase product ivi ty and to prevent obsolescence 
etc. 
Training is provided to all the employees who 
work in the factory including permanent , temporary and 
casual employees and also apprentices. Training is the 
responsibi l i ty of four main groups of the factory. These are 
(1) Top Management (2) Personnel Department 
(3) Supervisors- (4) Employees 
The role of various heads in relation to training at 
Heinz Aligarh is discussed below. 
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R o l e of GM, IR & A d m i n i s t r a t i o n Manage r in He inz 
n Review of t ra ining requirements of staff in c o n s u l t a t i o n 
with depar tmenta l heads. 
• Organis ing staff training and m a i n t a i n i n g t ra in ing 
records . 
• Contro l personnel , industr ial re la t ions and lega l 
funct ions of Al igarh Factory and. 
• Seeking in format ion regarding t ra in ing needs and 
render ing advice to the concerned depar tment . 
Ro le of P e r s o n n e l Manage r : 
• Assessment of training needs of s taf f other than 
depar tment heads 
• Review of t ra ining requirements of s taf f in c o n s u l t a t i o n 
with depar tment heads 
• Organis ing staff training and m a i n t a i n i n g s p e c i a l i s e d 
training records and 
• Contro l of personnel and welfare func t ions of A l i g a r h 
factory . 
Ro le o f a d d i t i o n a l l a b o u r w e l f a r e o f f i c e r 
• Moni tor ing of system and procedures for var ious s ta f f 
services . 
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n Monitoring and supervising various welfare activit ies 
and 
• Assisting in organisat ion of staff t ra ining and 
maintenance of training records. 
N a t u r e o f T r a i n i n g 
The training is imparted as follows 
Induction Training: Induction training is imparted 
at the time of recruitment. Induction training is meant to 
provide the new-comers , so as to make them famil iar with 
the environment of factory 
Temporary / c a s u a l employees engaged in every 
season and apprent ice related for apprent ice training. 
S a f e t y A n d F i re P r e v e n t i o n T r a i n i n g : P r o v i d e d to p e r m a n e n t 
employees including manageria l staff. 
P e r m a n e n t / t e m p o r a r y / c a s u a l / a p p r e n t i c e s as or when 
required. 
On Tl ie Job Tra in ing : On the job t r a i n i n g is g i v e n to 
permanent employees including manager ia l 
staff, t e m p o r a r y / c a s u a l employees .Apprent ice as a part of 
their main training. 
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Central ised Training; There is one more type of training 
which is of three types 
In House Training: To all permanent including Manager ia l 
Staff employees related to concerned activities. 
Specialised Training: To all employees depending on 
specif ic requirements of each department with 
i n t e r n a l / e x t e r n a l faculties 
External Training: To all permanent employees including 
manager ia l staff depending on the specific requirement of 
each department . 
This may be at an specific requirement of each 
department . This may be at an outside training center with 
external faculty (like workers educat ion programmes 
conducted by central board workers educat ion, ministry of 
labour government of India ) etc. 
T r a i n i n g Needs 
The training needs of each department are 
determined by each departmental head in respect of his 
employees including managerial staff of his department .the 
requirement as per the ISO procedure has to be 
communicated to personnel department by the end of 
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December each year. This is pertaining to in house 
central ised training and safety and loss prevent ion areas. 
The personnel department gives feed back by the end of 
October to each department including the number of staff 
covered under each training area. 
On the basis of appraisal forms of both workmen 
and managerial staff. 
On the job training methods are determined by 
concerned departmental heads. 
The training needs of various depar tmenta l heads 
are determined by a special committee. 
Responsibilities of Imparting Training 
• Special ised Training:- (Internal & External Faculty) 
by personnel manager in consultat ion with 
concerned department . 
*> Safety & Environment Training:- by manager safety 
and environment 
Fire prevention training: - by manager fire 
prevention and staff services 
• In - house training - by personnel department head. 
• On the job training: - by respective departmenta l 
heads. 
m 
T R A I N I N G PROCEDURE 
I. F o r M a n a g e m e n t S t a f f : 
Purpose - to ensure availability of trained manpower . 
Scope: - all management staff 
Responsible : - Personnel manager. 
A s s e s s m e n t F o r T r a i n i n g ; 
There is a need for proper training to 
management staff. Training needs are assessed on the 
basis of; 
• Evaluation at the time of interview; 
• Company's policy to give training in the areas of 
quality, sa fe ty / f i re prevention to all manager ia l 
staff; 
• Induction training to be given at the time of jo ining 
the department. 
• From the performance appraisal after appra i sa l 
interviews are over and 
• Specialised training depending on heads of 
particular department; 
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T r a i n i n g 
• Soon after joining the department an induction 
training is given by the personnel manager for 
accumulat ing with the working of the company and 
the departments . 
• Training in the areas of safety &: fire prevent ion is 
given by Manager Safety & fire prevention & staff 
services . 
• On the job training is organised by the concerned 
departmental heads. 
• Specia l in-house training is given with 
i n t e r n a l / e x t e r n a l faculty and is organised by the 
personnel department or the concerned department . 
" Specia l training is provided at the site of 
s u p p l i e r / o t h e r location. 
• Effect iveness of training is reflected in the system on 
the basis of an examinat ion and ratings are given 
after each training. 
II. For Non-Management Staff: 
Purpose of training to non management is to 
ensure availabi l i ty of trained manpower . It is impor tant 
to all workmen and apprentice under the guidance of 
personnel manager . The need for training is assessed on 
the basis of: 
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• At the time interview when workmen are selected 
for the job. 
• Based on corporate policy to give induct ion 
training soon after joining. 
• On the basis of corporate policy that m a n d a t o r y 
training is given to all employees tjie areas of 
safety and fire prevention. 
• From appraisals at the time of annual reviews and 
subsequent promotions. 
• Specialised training based on depar tmenta l 
requirements. 
T r a i n i n g P r o c e d u r e ( G e n e r a l ) 
• The workmen and apprentice report to the 
personnel department. 
• The workmen and the apprentice are acc la imed 
with the working of the company and the m a n a g e r . 
• The workmen and apprentice shal l be given 
training in the areas of safety and fire prevent ion . 
• The workmen and apprentice shall be given on the 
job training by the concerned departmenta l head. 
• Every departmental head is informed of t ra in ing 
status of non-management staff of his area every 
year in the month of O c t / N o v . Based on their 
requirement the departmental heads shal l 
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recommend by the end of December, to personnel 
department the training need of employees as also 
number of staff who shall be trained. 
• Special ised training based on departmenta l 
requirement of the department shall be given in the 
form of IHTP with the help of i n t e r n a l / e x t e r n a l 
faculty and it includes the following areas. 
General : - On the safety fire prevention, IR, discipl ine, 
quality assurance. 
Spec ia l : - Depending on individual depar tment 
requirements either at Aligarh or any other location or at 
suppl ier side. 
The training records of workmen and 
apprent ices is maintained by concerned depar tmenta l 
heads of workers and apprentices are imparted on the 
job training by manager fire prevention and staff services , 
for fire prevention training and by manager safety & 
envi ronment for training on safety .Effect iveness of 
t ra ining programme is evaluated on the basis of a test 
af ter each training and ratings shall be given and 
those workmen who gets rating less than C shall be 
t ra ined again. 
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Types of Training: 
Training faci l i t ies :Heinz has a s t ructured 
training programme where management staff of grade I & 
Grade II are given training. The var ious areas in which 
training programmes are conducted are noted in the 
tables. 
Training for handling crisis - This training programme is 
meant for certain selected management staff like Genera l 
Manager (Industrial Relation. & Legal Manager ) besides 
other managerial staff. These members del iberate on how 
to handle the crisis and learn crises m a n a g e m e n t 
techniques. Moreover , there is a group discuss ion of two 
hours duration. 
The training is imparted at other levels for 
implementat ion of policies of the Company for industr ia l 
peace and discipline and to further improve the 
knowledge and skills and its appl icat ion in the jobs which 
is essential for the prosperi ty of employees and growth of 
organisat ion. -
T a b l e 4 . 2 
T r a i n i n g P r o g r a m m e F o r E m p l o y e e s 
S . N o . P r o g r a m m e D u r a t i o n 
1. Induction Management Staff 
(each individual) Heinz World Co. 
Heinz India 0.5 day 
Safety Policy/ 
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2. For manager ia l staff 
a) Genera l a) 
M S G r l l l & I V 
Full days 
25 Nos. 
Cos' rules & policies 
Procedures, preparat ion 
of budget A/G procedure 72 day 
b) Technical 
3 Special ised 
Training groups 
Manager ia l staff 
G r a d e III & IV 
4 External Special ised 
Training P r o g r a m m e s 
(all grade) 
Environmental threats 
c) Disciplinary action 
d) Statutory requirements 
as decided by depar tmenta l 
heads 1 day 
Domest ic inquiry full day 
Disciplinary action or 
communicat ion 2 half 
T ime m a n a g e m e n t days 
As d e p i c t e d / r e c o m m e n d e d day 
by depar tment (as per n e e d s from t ime to 
time the prog.) 
5 Trainers Training 
P r o g r a m m e 
6 All Grades 
control, ISO requirement. 
for depar tmenta l h e a d s & 
faculty m e m b e r s of I H T P >2 day 
Statistical process (nominated 
by dept.) 
day 
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T a b l e 4 . 3 . 
WORKMAN AND SKILLED STAFF 
A) Daily & R P V 16 hours @ 0 5 day 
4 days Or 2 full days 
New technology & future plans 4 hours 
GFMP productivity its new dimensions 
Documentation & ISO requirements, 4 hours 
Environmental factors competition 
Objectives, opportunities loss 
Prevention 4 hours 
B) Engineermg 
Engg techniques & support to production 4 hours 
Preventive maintenance to reduce loss of 
time 
4 hours 
How to meet future challenges m engg 
Areas 
4 hours 
Loss & accident prevention followed by an 
objective test 
4 hours 
ri C L E R I C A L S T A F F 
Role of office staff m productivity & 
efficiency 
2hours 
Major improvement required in office 
environment 
2hours 
Record keepmg/ office environment 4 hours 
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I n - H o u s e T r a i n i n g P r o g r a m m e 
Heinz is having In-House Training Programme 
for its Al igaih employees at Aligarh. Training needs 
depend on long and short term requirements In-House 
Training Programme designed by them was well 
received by all sections of employees and there is a 
general feeling that it has helped them in many ways, 
such as improvement in product iv i ty , better 
maintenance of discipline, cordial industr ia l relat ions, 
better health and safety environment etc. Basic reasons 
for the success of the programme were the avai labi l i ty of 
faculty members who were from the Al igarh 
management staff and the interest taken by each 
part ic ipants . 
Object ives of In-House Training Programme 
The purpose of training programme at Heinz India is 
to achieve company's goal / objectives, and e n c o u r a g e 
employees part ic ipation in problem solving, increased 
product ivi ty and eff ic iency. 
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All the co-ordinator's submit their training calendar to 
the General IR & Legal manager giving the following details: 
a) Dates of the training session & the training material ( handouts) 
and the required ti-aining aids. 
b) Date and piace of the outside tour. 
c) Any other details pertaining to the training requirements & 
activities. 
d) Evaluation reports . 
Guidel ines For In House training Programme 
a. Session:There are five session which are common to all the 
participants and three sessions cover the topics which are specific 
to the department. 
b. Topics:- the following topics are to be covered:-
General 
a) Maintenance of discipline and IR 
b) Prevention of loss - energy procedure & safet)^ 
c) Occupational health & hygiene. 
d) Statutory requii"ements. 
e) Improvement of productivity/ Efficiency 
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T a b l e 4 . 4 . 
Showing Purpose of Training in Various Departments 
A. Prod.R.P.U./Lal) 
Milk c h e m i s t r y Dai ry 
P r o c e s s i n g & 
c o m p l a i n t s 
M a c h i n e c a r e 
I S O 
D o c u m e n t a t i o n . 
I n f o . s y s . & 
D o c u m e n t a t i o n . 
B. MCC/Drivers 
Milk C h e m i s t r y A d u l t e r a n t s & S e r v i c e e f f e c t i v e n e s s 
C. Engg./Transport 
P r e v e n t i v e / r u n n i n g 
m a i n t e n a n c e I S O 
d o c u m e n t a t i o n 
B r e a k d o w n 
r e d u c t i o n s a f e t y 
in dr iv ing 
E n g g . S e r v i c e 
e f f e c t i v e n e s s 
D. FSU/FS/Canteen 
sec. M a t e r i a l 
H a n d l i n g 
F u m i g a t i o n & 
c l e a n i n g 
p r o c e d u r e 
R o l e for t e a m w o r k & 
s u p p o r t to p r o d u c t i o n 
E. Administration 
Office 
S e r v i c e 
e f f e c t i v e n e s s 
O f f i c e E q u i p m e n t / 
p r o d u c t i o n . 
Duration Of Session 
a) The I .H.T.P. for each group is of 15 hrs. divided into two 
days, starting at 9.30 a.m. each day. 
b) The outside study trip to an industrial unit. 
F a c u l t y m e m b e r s a n d c o o r d i n a t o r s 
(a). There are one or more facuhy members for each 
session who give relevant lecture and explain to the 
participants orally or through charts and transparencies. 
There is a coordinator for the group whose job is as under:-
17 
• All communicat ions including select ions of par t ic ipants 
in consultations with departmental heads. 
• All arrangements for training a i d s / l u n c h for 
part icipants , in consultants with the personal manager . 
° Arranging group tour at the end of session. 
• Arranging of ob jec t ive , test for part ic ipants at the end 
of the programme^ objective test paper is prepared in 
consultation with faculty member and the departmenta l 
head of the area 
• Keeping of records on the prescribed Performa. 
T r a i n i n g M a t e r i a l 
All faculty members inform the coordinator in 
advance about the training topics aspects and other 
details of the programme. One ball pen and note book 
(30 papers) is given to each par t i c ipant by the 
coordinator. The ccrordinator also supplies the 
transparencies of char ts / sheets etc to the facul ty 
members as per their requirements , c o o r d i n a t o r / f a c u l t y 
member may take help of others in arranging their 
deliberation. Tea & snacks are served during the sess ion. 
Personnel managers are informed about such 
requirements in advance. 
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T r a i n i n g T i m i n g s 
The t ra in ing sess ion is normal ly on work ing days 
only . The par t i c ipants have to be present dur ing each 
sess ion . No. over time or conference charges are payable 
to the par t i c ipants . 
A t t e n d a n c e : - f o r three sessions all par t i c ipants ensure 
their presence on the date & time not i f ied by the 
c o o r d i n a t o r . If they are absent on any day of the spec ia l 
sess ion , they are not eligible for the ob jec t ive test for 
f ive genera l sess ions part ic ipant under u n a v o i d a b l e 
c i r c u m s t a n c e s may take prior permiss ion f rom the 
c o o r d i n a t o r c o u r s e and if he is absent due to the 
p e r s o n a l ex igency , he will have to be present in the 
g e n e r a l sess ion of another group fal l ing immedia te ly 
af ter the g r o u p / area sess ion to which he be longs . Those 
who attend the p r o g r a m m e on their weekly off day are 
g iven 1 off day. 
O u t s i d e E x t e n s i v e Yea r l y Tou r 
Those who are among top best in the mer i t are 
se lec ted f inal ly f rom each group i^ficf taken outs ide on 
two days tour a r r a n g e d by the company. The n u m b e r in 
each group is as fo l lows. 
G r o u p 1:5 Group 4:4 best c o - o r d i n a t o r s : 2 
G r o u p 2:4 G r o u p 5:4 best facul ty m e m b e r : 2 
i 7 9 
Group 3:4 Nominated :2 
The destination and the time of the external tour is 
decided in consultat ion with V P / D i r e c t o r opera t ion 
after the session are over and reports of the coord ina tors 
pertaining to the programme as well as object ive test are 
received. 
F i n a l G r o u p C o m p e t i t i o n : 
The part ic ipants who are selected out of outside 
extensive tour 'are eligible for compet i t ion, there are in 
all thirty members which includes coordinators and 
faculty members who are divided into three groups . All 
three groups are required to give specif ic presenta t ion 
on any of the two topics, each group is supplied with all 
relevant information and data at least seven days before 
the tour to prepare themselves for presentat ion which 
includes specific recommendat ions of the groups. 
• Cost r e d u c t i o n / L o s s prevention. 
• Improvement in quality & suggest ions for GFMP 
in order to reduce products complaints . 
• Better IR & D i s c i p l i n e / P e r s o n n e l health. 
• Increase in product iv i ty / ef f ic iency. 
ISO 
G r o u p A w a r d s 
The best group is given first prize and the other 
two groups are given second & third depending upon 
the merit of their presentations. All the aw^ardees are 
also issued a certif icate of merits. 
The above programme is carried on in order to 
achieve the maximum productivity and discipline. It 
was also the objective that workmen get job sat is fact ion 
and part ic ipate in various activities of the programme. 
Programme can be suspended or abolished at any time if 
the same is not found workable or expedient due to any 
reason. 
Training Programmes Conducted By Heinz India Ltd at 
Al igarh 
The Heinz India Pvt Ltd. c o n d u c t e d a number of 
t ra ining programmes for its various categories of staff at 
the Al igarh factory. The following table presents the 
in format ion with regard to the training programmes held 
so far by the company from time to time. The durat ion of 
t ra ining, category of staff and nature of t ra ining are 
highl ightred in the table. 
I S I 
T R A I N I N G D E T A I L S ( A p r i l - M a r c h 9 8 ) 
T a b l e 4 .5 . 
S I . T r g . S u b j e c t N a t u r e F a c u l t y D a t e / T r g . D a y s P a r t i c u l a r s T o t a l T r g . 
N o . M o n t h M s N m s M a n - D a y s 
1 A session On /ippraisal Int Cnk/As May-98 1 15 15 
2 A session on Ism Inl Cpp Juv98 1 7 7 
3 Htf^Rpu/Prod/Qa Int Hods Aug-96 J 28 56 
4 Personal Effectiveness Int Dr Om Kaul Sep-98 23 20 40 
5 Trg Session On Iso Ea Association 0 0 - 9 8 1 1 1 
N D 
6 Ms-OfnceM/indows-95 Int 1st C o n p 
A l i g a r ^ 
Nov-98 15 8 120 
7 Change Managemem Inl D i O m K a u i Dec-90 2 20 40 
8 HIp-G (4) Int Hods Jaiv99 2 15 32 
9 Wap Inl CtM-e Agra Fetl.99 2 4 26 60 
10 Team Building & 
Productivity 
Eyt Nimma N D Feb-99 5 3 15 
Seminar On Fire-Risk-
Mgt 
Lpail N D 
T R A I N I N G D E T A I L S ( A p r i l - I V I a r c h 9 9 ) 
SI . T r g . S u b j e c t N a t u r e F a c u l t y D a t e / T r g . D a y s P a r t i c u l a r s T o t a l T r g . 
N o . M o n t h M s N m s M a n - D a y s 
1 Total Qulaiv/Mgt E>t AMU, Aligarti May-OO 1 4 4 
2 Wap Int C t w e , Agra Ji i -00 2 4 21 50 
3 Htp-Rpu/Prod/Qa Int Hods Aug-00 2 37 74 
4 Imaje Printers Int Lipl, N D Nov-00 3 3 6 27 
5 A SessioiTOn lso-9000 Int Rs Madan 01-Jan 1 20 20 
6 Woritsl lop on Effective Int Cnk/Aa 01-Feb 1 15 15 
Floor Coord 
T R A I N I N G D E T A I L S ( A p r l l 1 9 9 9 - M a r c h 2 0 0 0 ) 
SI . T r g . S u b j e c t N a t u r e F a c u l t y D a t e / T r g . D a y s P a r t i c u l a r s T o t a l T r g . 
N o . M o n t h M s N m s M a n - D a y s -
1 Induction Tig lit Hods May-99 3 6 18 
2 Defensive Driving Int Spb May-99 1 8 23 29 
1 8 2 
3 htp-Mcc Inl Hods Jun-99 2 17 34 
4 Hccp-lso 9000 Exl Ficci ND Jun-99 2 1 2 
5 TIC Agmarit E>1 Ral Kanpur Jl.l-99 5 1 5 
6 Imaje Pnnters Int hpl, N D Jll^9B 3 5 4 27 
7 htp-Engg Int Hods J l l 99 1 4 4 
8 Cost Redudion-Ss E<1 Association 
N D 
JJ-99 1 4 4 
9 Wap W Ctwe Agra No t -99 2 3 37 80 
10 Labour-Mgt Relatwnship E»t Nimma N D Dec-99 5 3 15 
11 Ir In New Mdemum Inl Ckk/Aa Dec 99 1 23 14 37 
12 Dram Exl Tcpi: N D Feb-00 2 2 4 
Source: Personnel Office, Heinz India Pvt. 
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P E R F O R M A N C E A P P R A I S A L 
An i m p o r t a n t c o m p o n e n t of h u m a n resource 
m a n a g e m e n t is the per formance A p p r a i s a l . In an 
o r g a n i s a t i o n people are se lected and recrui ted for e f fec t ive 
j o b p e r f o r m a n c e . There fore , it is n e c e s s a r y for the 
o r g a n i s a t i o n s to develop per formance analys is and review 
sys tem w h i c h : 
• Def ine the speci f ic job cr i ter ia aga ins t which 
p e r f o r m a n c e will be measured. 
C Ob jec t ive ly and accurate ly m e a s u r e past job 
p e r f o r m a n c e . 
n Determine rewards based on per formance . 
• Develop p r o g r a m m e ( including feed back in job 
contex ts ) , to e n h a n c e p e r f o r m a n c e in the c u r r e n t job 
and prepare and real ise the potent ia l for future 
respons ib i l i t i es . 
The ob jec t ives of per formance appra i sa l could 
be e i ther for eva luat ion ( Judgement) or d e v e l o p m e n t 
(he lp ing ). 
In this chapter developmental a s p e c t s of 
p e r f o r m a n c e a p p r a i s a l has been de^^U with^ which 
i n c l u d e s : 
1. Diagnosis of individual and o r g a n i s a t i o n 
s t rengths and weaknesses . 
Igsl 
2. Counseling, coaching, career planning and 
motivation of sub-ordinates and developing 
positive superior subordinates re lat ions . 
U s e s o f P e r f o r m a n c e A p p r a i s a l i n C o n t e x t o f h u m a n 
r e s o u r c e m a n a g e m e n t 
The application of performance appra isa l in human 
Resource managmnent are varied and numerous . The 
important of them can be: 
Systematic efforts to tone up per formance based on 
performance results, appropriate feed back and 
correct ive actions. 
To identify individuals with potential . 
To analyse training and development needs. 
To Create a positive work environment . 
To Stimulate, recognise and reward ach ievements . 
To develop career and succession planning . 
For diagnosing individual and organisat ional problems 
1 S 5 
T h e E v a l u a t i o n P r o c e s s 
The fol lowing chart depicts the evaluat ion 
process of performance appraisal : 
Established performance standards. 
• t 
Communicate performance expectations to employees. 
Measure actual performance. 
Compare actual performance with standard performance. 
Discuss the appraisal with the employee. 
If, necessary, initiate the corrective action. 
M e t h o d s O f P e r f o r m a n c e A p p r a i s a l 
The Heinz India Ltd follows numerous methods of 
p e r f o r m a n c e appraisal . They include both t radi t ional as 
well as modern methods of appraising the per formance of 
employees . The chart below presents the details of both 
types of methods. 
ISS 
Methods 
Traditional methods 
Confidential report 
Ranking method. 
Rating method, 
method. 
Forced-choice method. 
Check list. 
Forced- distribution method. 
Critical incident method. 
Field review method. 
Cost accounting method. 
The most prevaJent methods for performance appraisal in Heinz are 
MBO, 360° methods. Rating method field review method etc. 
Modern methods 
Assessment center. 
Management by 
Objective 
Human asset 
Accounting 
360" method 
I S l 
A p p r a i s a l P o l i c y A t H e i n z I n d i a P V T . L T D . 
The Appraisal policy as explained by the Heinz India Ltd. 
includes the following: 
Theme: - Excellence through teamwork. 
Object ives of Performance Appraisal 
• Sett ing of individual goals to fulfill o rganisa t iona l 
objectives. 
• Evaluation of individual and organisa t ional 
performance. 
• Diagnosis of individual and organisat ional s trength 
and weaknesses. 
Inter-departmental - interact ion, ( p r o d u c e / P a c k a g i n g 
Vs services) 
• Counsel ing, career planning and mot ivat ion of the 
sub- ordinates. 
• To identify potential for higher responsibi l i ty . 
• Developing posture superior - subordinates 
T elations. 
Determine rewards based on performance. 
Major Objectives 
• Industrial peace. 
• Collective bargaining. 
1 8 8 
Human resource m a n a g e m e n t / manpower planning. 
Enforcement of discipline. 
Enforcement of statutory requirements 
Update informat ion on legal matters and advice. 
Administrat ion & security. 
Welfare and public relations. 
Appraisal Evaluation System 
Period:-
Appraisal Process : -
Compensat ion: -
A: Outstanding:-
B: Good:-
C: Adequate: -
D: - Inadequate : -
April to .March 
April to June. 
Effect ive July 
25-30% 
15-20% 
8-10% 
Nil. 
Appraisa l System for different categories of staff 
1. Management Staff : -
The appraisa l of Management Staff is done by 
results or management by objectives (MBO).fvlBO can be 
descr ibed as a process whereby the superior and 
subordinate manager of an organisat ion jointly identif ies 
common goals, define each individual major area of 
responsibi l i ty in terms of result expected of him and use 
IS9 
these measures as guide for operating the unit and 
assessing the contributions of each by its members . The 
objective of management by objective is to change 
behaviour and attitude towards getting the work done. In 
other words it is resuhs oriented. 
Management By Objective process 
1. At the beginning of the year / half year . Each sub 
ordinate is required to fill a form. 
2. Performance standards to evaluate ach ievements and 
objectives, and timing of evaluation is also decided 
at the same time. 
3. Sub- ordinates works towards objectives and meet 
superior at pre-determined time to review 
achievements. 
4. At the end of the y e a r / h a l f year super ior& sub -
ordinate review final results. 
5. On the basis of comments given by the a p p r a i s e e ' s 
boss conclusions are drawn whether appra i see ' s 
working has been satisfactory or not. 
6. If appraisee is not satisfied with comments of his 
boss then he may take help of his superior , but can 
not go against the result if he also gives the same 
conclusion. Management by objective process focuses 
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attentions on-the results that are accomplished and 
not on personal traits or operational methodology. 
2. For Non Management Staff 
The appraisa l of workmen at Heinz is done on 
1) Merit cum seniority basis and through 
2) Annual Review Schemes (ARS) 
Scheme of promotion under Annual Review: 
a) Annual review schemes is applicable to eligible work 
men in the following groups only. 
i) Attendant group 
ii) Mukadums 
iii) Watchmen. 
iv) Drivers 
v) Skilled staff group. 
b) There is no annual review for 
i) Assistant supervisor in the canteens. 
ii) Those categories of workmen who have reached the 
maximum of the extent of the annual review specified. 
iii) MCC Staff, workmen in clerical grades and asstt, 
nurse/house keeper, section heads personal secretary 
to the GM, Chemists draughtsman and programme?^ 
all of which are covered by a separate scheme 
1 9 1 
c) Point of Entry & Extent of Annual Review. 
(I) Attendant group: 
E n t r y P o i n t 
A t t e n d a n t g r o u p : in t h e 
f a c t o r y s e r v i c e s d e p t t , 
i n c l u d i n g t h e f a c t o r y s e r v i c e s 
p o o l , in t h e f a c t o r y s t o r e s , in 
t h e g a r d e n s , in t h e c a n t e e n , 
a t t e n d a n t s for m u l t i p u r p o s e 
d u t y in v a r i o u s a r e a s s u c h a s 
c a n t e e n t r a n s i t f l a t e t c . In 
o t h e r d e p t t . of t h e f a c t o r y 
i n c l u d i n g t h e a n a l y t i c a l & t h e 
e n g g d e p t t . in t h e o f f i c e 
C o o k 
M u k a d a m f a c t o r y s t o r e s 
A t t e n d a n t 
G r a d e III 
A t t e n d a n t 
G r a d e 11' 
C o o k II 
E x t e n t o f 
A n n u a l R e v i e w 
U p t o a t t e n d a n t 
G r a d e A 
U p t o a t t e n d a n t 
S e l e c t i o n g r a d e 
U p t o c o o k 
g r a d e lA u p t o 
m u k a d a m 
S e l e c t i o n g r a d e 
W II) w a t c h m e n g r o u p 
S I I I ) D r i v e r s g r o u p 
I V ) S k i l l e d s t a f f g r o u p . 
a ) F o r t h o s e w h o w e r e p r o m o t e d 
f r o m a t t e n d e d g r o u p is s k i l l e d 
s t a f f g r o u p . A n d on c o m p l e t i o n 
o f 1 0 yr . O f s e r v i c e in S S g r o u p . 
b ) T h o s e a t t e n d a n t p r o m o t e d to 
S S g r o u p . G r a d e a f t e r 1 - 7 - 8 2 
W a t c h m a n 
G r a d e II 
D r i v e r s 
G r a d e II 
S k i l l e d s t a f f 
g r a d e II 
U p t o w a t c h m a n 
G r a d e lA 
U p t o d r i v e r s 
S e l e c t i o n g ra"de 
U p t o s k i l l e d 
s t a f f 
S e l e c t i o n g r a d e 
U p t o 
s e l e c t i o n 
S S 
1 9 2 
c ) O n C o m p l e t i o n o f 1 5 yr . O f 
s e r v i c e in s k i l l e d s t a f f g r o u p -
l ) T h o s e n o n - g r a d u a t e s 
w h o w e r e g r a d e p l a c e d in 
s k i l l e d s t a f f a s on 1 - 1 - 8 8 , 
i i ) T h o s e n o n - g r a d u a t e s 
w h o w e r e r e c r u i t e d s e l e c t i o n 
g r a d e 
In t h e S S g r o u p . A n d w e r e 
on S S g r o u p a s on 1 - 7 - 8 2 
d ) T h o s e n o n - g r a d u a t e of 
d i r e c t l y r e c r u i t e d in S S a f t e r 
1 - 1 7 - 8 2 g r a d u a t e o f i n t e r 
d e g r e e a r e n o t g r a d e n o t 
d i r e c t l y r e l e v a n t in t h e 
d e p a r t m e n t in w h i c h t h e y a r e 
r e c r u i t e d . 
e ) ( i ) N o r m a l l y fo r g r a d u a t e in 
s c i e n c e / D a i r y s c i e n c e a n d 
a g r i c u l t u r e o n l y if t h e i r 
d e g r e e s a r e d i r e c t l y r e l e v a n t 
to t h e d e p a r t m e n t in w h i c h 
t h e y a r e r e c r u i t e d 
ii) fo r t h o s e p o s s e s s i n g 
e q u i v a l e n t q u a l i f i c a t i o n V i z . 
e i e t r i c i a n , a i r c o n d i t i o n i n g 
m e c h a n i c . 
i i i ) P r o c t e r a t t e n d a n t ( is t 
c l a s s c e r t i f i c a t e 
iv) F o r f a c u l t y c l e r k s in 
s k i l l e d g r a d e 
v) S u p e r v i s o r ( C a n t e e n ) 
S S 
g r a d e 
S S g r a d e 
S K . 
S t a f f 
g r a d e 
S u p e r v i 
s o r 
C a n t e e 
n 
U p t o 
s e l e c t i o n 
S S 
U p t o 
s e l e c t i o n 
S S 
U p t o S S s e l e c t i o n 
g r a d e 
S u p e r v i s o r 
C a n t e e n g r a d e 
l A . 
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R a t e o f P r o m o t i o n U n d e r A n n u a l R e v i e w S c h e m e ( A R S ) 
Rate of promot ion under annual review scheme 
is 12 percent of total numbers of w o r k m e n in the 
relevant group/ categories to which the ARS is 
applicable for this propose the number of workmen who 
have reached the extant of annual review applicable to 
when are not included viz 
(1) Attendant Mukadum, tailors, in the se lec t ion grade. 
(2) Cook grade lA 
(3) Watchman grade lA 
(4) Drivers selection grade 
(5) Skilled staff select ion grade 
(6) Supervisor canteen grade lA. 
Actual promot ion under the annual review 
scheme is well within the percentage limit and depends on 
the assessment by management of per formance and 
at tendance of each eligible employee as s'et here under: -
B a s i s F o r E l i g i b i l i t y F o r p r o m o t i o n u n d e r A n n u a l 
R e v i e w S c h e m e A R S 
The minimum quali fying period for first review 
for a workmen is five years of services in the grade plus 
good performance plus good at tendance for five years 
209 
preceding the date of review of promotion and three years 
preceding the date of review for promot ion for the 
subsequent review in his case. However the review for 
promotion to 
a) Selection Grade: A t t e n d a n t s / M u k a d u m s / T a i l o r s / 
Dr ivers / Skilled Staff 
b) Supervisor (Canteen) grade I. 
c) Watchman grade lA is as per 
1) Those categories mentioned in (a) and (b) above 
must have put in a minimum of eight years of service in 
their respective grades and those categories in (c) must 
put in a minimum of five years of service in their 
respective grades. 
2) The workmen must have good per formance and good 
attendance record for a minimum of five cont inuous 
years preceding the date of their promotion. 
3) The review constitutes a part of the schemes of 
promotion under annual review (workmen who have put 
in more than 15 years of services in the grade of 
at tendant I l l / g r a d e II, watchman grade II, Driver grade 
II, Skilled staff grade III are given special cons idera t ion 
1 . 9 5 
subject to the provis ion of sub clause (d) above and 
(i i )below. 
(ii) for the purpose of promotions under annual 
review scheme workmen in different schemes 
under a departmenta l head are grouped together. 
(Tailor & Mukadum and factory services are 
included in the attendants group for factory services 
depar tment 
j Cooks are included in the attendant group for 
canteen. In the event when there are inadequate number 
of eligible candidates any short fall in the number of 
promot ion in specif ic group Viz. at tendant group skilled 
staff group are t ransferred to other departments for the 
purpose of ARS watch man and drivers are included in 
a t tendants group supervisor (canteen) is included in the 
skil led staff 
F) (i) Whenever attendant grade II vacancies arise 
in the factory ordinari ly grade III attendants in the 
fac tory services department are considered for those 
posts . However if they are not found suitable . 
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recruitment to attendant grade II is made direct from 
outside the Company. 
(ii) At least twenty five percent of the vacanc ies in 
SS grade III are filled from amongst w o r k m e n in 
attendant selection grade subjecting to the fulf i l l ing 
requisite qualif ication and passing tests. 
(iii) There is no promotion by annual review scheme 
from one main group to another main group i.e. from 
attendant group to skilled staff group. 
(iv) It is c learly understood that scheme of 
promotion under maximum mobility of labour within 
the sub groups of the main group and the mobi l i ty of 
labour does not give rise to demands for c lass i f i ca t ion 
Promotion Schemes -Under (ARS)For Milk Col le l t ion 
Centre Staff(MCC) 
The fol lowing scheme for promot ion under 
annual review will be made applicable to the w o r k m e n 
employed at Milk Collect ion Centre (MCC) 
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a) Annual review schemeis applicable to eligible 
workmen in the following groups only 
i) Centre (Jeneral Labour (Sroup (CGLG) 
ii) Centre Staf f ( jroup (C S G) 
b) There shall be no annual review for 
i) Centre General labour grade I 
ii) Centre staff selection grade. 
c) Point of entry and extent of annual review 
Entry point Extent of 
AR 
CGLG COL Grade Ml upto CGL Gradel 
CSG CSG Grade III upto CSSG 
d) Rate of promotion under annual review scheme: 
The rate of promotion under the annual review scheme 
will be 12.5pErcent of the total number of workmen in 
the relevant groups /ca tegor ies to which the annual 
review is applicable for this the number of workmen 
who have reached extent of annual review will not be 
included. 
(i) CGL Grade I (ii) CGS Grade I 
Actual promotion under the annual review will 
be well within the percentage limit and will depend on 
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the assessment by the management of per formance and 
attendance of each eligible for employees as given in sub 
clause (e). 
e) Basis for eligibility for promotion under the annual 
review . 
The minimum qualifying period for the first 
review for a workmen is five years of service in the grade 
plus good performance plus good at tendance for five years 
preceding the date of review for promot ion and three 
years of service in the grade plus good per formance and 
good attendance for three years preceding the date of 
review for promotion for the subsequent review in this 
case. However the review for promotion for centre staff 
lA, centre staff selection grade and center general labour 
grade 1 is as per the fol lowing condit ions: 
C o n d i t i o n s : 
i) The centre staff must have put in a minimum of 
five years of services as centre staff grade I and 
maximum of eight years of service as centre staff Grade 
lA respectively and CGL have must put in a minimum 
of five years of services as CGL Grade II 
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ii) The workmen must have good per formance and 
good attendance record for a minimum of five 
continuous years preceding the date of their 
promotion. 
iii) The review constitutes a part of the scheme of 
promotion under annual review, for the purpose of 
promotion under the annual review scheme workmen 
in different MCC will be grouped together. 
f) Scheme of promotion under annual review is designed to 
faci l i tate maximum mobility of labour within sub-groups of 
the main groups and that the mobility of labour shal l not give 
rise to demands for re-classif ication. 
Scheme Of Promotion Under Annual Review For Office Clerks 
Workmen Cashier And Assistant Store Keeper 
The following scheme of promot ion under 
annual review is applicable to office c ler ical w o r k m e n 
and include selection grade, cashier Grade and ass is tant 
store keeper grade 
a) For the purpose of annual review scheme all the 
clerk grade III, clerks grade II and clerk, grade I and 
clerk selection grade computer operator grade II & I, 
se lect ion grade, cashier grade II & I ass is tant 
s torekeeper grade II & I are treated as one of the group 
of workmen. 
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b) There is no annual review for clerks computer 
operator , select ion grade cashier grade I and assistant 
store keeper grades. 
c) Points of entry and extent of annual review 
E n t r y p o i n t E x t e n t of A R 
i) Typists (both graduates & 
non graduates) 
Clerl< grade 111 Upto clerk 
selection 
grade. 
ii) S tenographer c u m typists, 
computer te lephone operators 
c u m receptionist cost clerl< 
Clerk g rade ill Upto clerk 
selection grade 
iii) C o m p u t e r operator C o m p u t e r 
operator 
Upto C o m p u t e r 
operator S G 
iv) C a s h i e r S e l e c t i o n 
g r a d e 
v) A s s i s t a n t s t o r e k e e p e r U p t o a s s t t . 
s t o r e k e e p e r 
g r a d e 1 . 
d). Rate of promotion under the annual review scheme:-
The rate of promotion under the annual review 
scheme will be 12.5 per cent of the total clerk grade III 
to clerk grade I, computer operator grade II to operator 
grade I, Cashier grade II an storekeeper grade II. For 
this purpose c l e r k / c o m p u t e r operator select ion grade, 
cashier grade I and assistant s torekeeper grade I are not 
included. 
Actual promotions under the annual review 
scheme will be well within the percentage limit and 
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depends upto assessment by the m a n a g e m e n t of 
performance and attendance of each el igible wor kmen as 
set out in sub-clause (e). 
e). Basis for eligibility for promotion under annual 
review (i) The minimum qualifying period for review for 
a clerk grade III for promotion to clerk grade II is five 
years of services in the grade of c lerk grade III plus 
good performance and good at tendance for five 
consecutive years respectively preceding the date of 
review for promotions. 
iii) The minimum qualifying period for review for a 
c l e r k / c o m p u t e r operator recruited as clerk grade 
I l / C o m p u t e r operator grade II (entry point) and for a 
clerk grade III, promoted as clerk grade II (entry point) for 
promotion to c l e r k / computer operator grade I is five 
years of services in the grade of c l e r k / c o m p u t e r operator 
grade II plus good performance and good a t tendance for 
five years respectively preceding the date of review for 
promotion. 
iv) The minimum period of review for a Cashier 
grade II, Assistant, storekeeper grade II for promot ion to 
grade I is five years of service in grade II (for Each) , plus 
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good attendance and good performance for five 
consecut ive years respect ively preceding the date of 
review for promotion. 
v) There is no promotion by annual review scheme 
f rom one main group to another e.g from clerks group to 
computer operator g r o u p / C a s h i e r group and / o r Assistant 
S torekeeper group. 
Sect ions of the office are grouped together for 
promot ion under annual review maximum mobil i ty of 
labour within the c ler ical g r o u p / c o m p u t e r operator within 
the cashier group and within the Assistant Store keeper 
group and that the mobility of labour will not give rise to 
demands for re-c lass i f icat ion 
Merit Review For Promotion 
Sect ion head 
P e r s o n a l assistant 
Ass is tant chemists 
Meri t review scheme is extended to the above categories of 
w o r k m e n : 
(a) There is no merit review for promotion for grade 1 of 
above categories plus n u r s e / h o u s e k e e p e r . Work Study 
Assistant . Personal Secretary of General Manager , 
Chemists , Draughtsmen and Programmers . 
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(b) Points of entry and extent of merit review 
Category Entry point Extent of Merit Review 
(i) Sect ion Head as Grade II to Grade I 
(ii) Personal Asstt 4,s Grade II to Grade I 
(iii) Asstt. Chemistas Grade II to Grade I 
(c) The eligible workmen are considered for meri t review 
for promotion only once in a year on I^' July. Actual 
promotion and the scheme depends on the assessment by 
management of performance . The workmen must have good 
performance plus good at tendance and good service record 
for a period of five years preceding the data for promotion. 
The minimum, quali fying service for promot ion is six years 
in the grade as on the date of review. 
(d) Merit review scheme is designed to faci l i tate 
maximum mobility of labour within the respect ive groups 
and that the mobility of labour shall not give rise'-demands 
for re-classif icat ion. In evaluat ing good at tendance for the 
purpose of promotion under annual r e v i e w / m e r i t s chemes , 
management gives due considerat ion to the absence of 
workmen on group of protracted illness, e m p l o y m e n t 
injuries sustained while at work and other cont ingent of 
bonifide nature as assessment by the management . 
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L A B O U R W E L F A R E A N D W O R K I N G C O N D I T I O N S A T H I E N Z 
I N D I A P V T . L T D . ( A L I G A R H U N I T ) 
The Heinz India Pvt Ltd.are not obl ivious of their 
obligations towards employees welfare .The company 
real izes the importance of labour welfare which is essent ia l 
to get the best out of a worker in the matter of product ion . 
Good labour welfare and working condit ions have been 
provided to _ a large extent. The workers have 
at least the means and faci li'ties to keep themselves in a state 
of health and eff iciency .The government of India has also 
enacted laws in regard to working condit ions and labour 
welfare . Heinz India Pvt Ltd. o b s e r v e s these legal 
provis ions , i t has its own objectives with regard to 
provis ion of these facilit ies. These objectives are as fol lows. 
Objectives Of Labour Welfare 
(a) It aims at developing a sense of responsibi l i ty and 
dignity among the workers and this makes them 
worthy citizens of the nation 
(b) It is partly humanist ic 
(c) It is partly economic because it improves the e f f i c iency 
of the workers and also increases its avai labi l i ty where 
it is scarce and keeps him contended. Heinz is 
providing good welfare facilit ies to its employees 
which are at par in the industry. The faci l i t ies are as 
follows: 
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1. W a s h i n g and u n i f o r m f a c i l i t i e s (Sec .42 ) 
In every factory suitable facilities for washing shall 
be provided and maintained for use of workers there and 
such facil i t ies shall be conveniently accessible and kept 
c lean. At Heinz each worker is provided with three setsof 
uniform. The duty uniform are collected and sent to 
washermen , besides^ at factory facility is avai lable for 
washing clothes. 
2. Facilities for storing and drying clothes (Sec.43): 
The state government may make rules reg f^ti^ ^ '^ing the 
provis ions of suitable places for keeping clothes of workers 
not worn during working hours and for drying of wet 
c lothing in respect of any factory clothes. 
At Heinz workers as well as the manager ia l staff 
are provided with lockers for storing of addit ional c lean 
uni forms. During tea ibreaks the workers can change their 
u n i f o r m s / d u r i n g the change of shifts. 
3. Facilities for sitting (Sec. 44): 
a) Provis ions of sitting arrangement for workers obl iged 
to work in standing position. In every f a c t o ^ s u i t a b l e 
arrangements for sitting shall be provided and 
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maintained for all workers who are obliged to work in 
d standing position. This has been done that workers 
may take advantage of opportunit ies for rest which 
may occur in their course of work. 
b) Provision of seating arrangements for workers during 
work which can be done in a sitt ing posi t ion of the 
workers in any factory engaged in an part icular 
manufacturing process or working in a par t icular room 
are able to work efficiently in a sitting posi t ion the 
chief inspector may require to provide such seating 
arrangements as may be pract icable . The exempt ion of 
provisions (a) and (b) is possible by the state 
government by notif icat ion in the off ic ial Gazet te . 
4. FIRST aid appliances (Sec.45) 
(1) At least one first aid box with prescr ibed contents 
for every • . . 150 workers 
ordinarily employed at one time in the factory . 
(2) First aid box to have prescr ibed contents only 
(3) First box to be in charge of responsib le person 
who holds a cert i f icate in the f irst aid t reatment 
recoginsed by the state government . Further such 
person shall always be readily avai lable during 
the working hours of the factory. 
2 0 7 
(4) Ambulance room in a factory employing more 
than 500 workers , containing the prescribed 
equipment . The room shall be under charge of 
such medical and nursing staff as may be 
prescr ibed and those facilit ies shall always be 
made readily available during the working hours 
of the factory. 
At Heinz, there is a provision; of dispensary room 
open throughout the working hours of factory has necessary 
equipments and is looked after by a certif ied first aider. 
Apart from this there is a factory medical o f f i c e r / d o c t o r who 
looks after more serious cases, and is required for routine 
check up of workers .Ambulance facility is also available if 
the need arises 
(5) Canteen (Sec.46): 
The state government may make rules requir ing 
that in any specif ied factory where in more than 250 workers 
are ordinari ly employed a c a n t e e n / c a n t e e n s shall be 
provided and mainta ined by the company for the use of 
workers . Provis ions - ; made by state government as 
to canteen may provide for 
(i) The date by which the canteen shall be provided. 
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(ii) Standards in respect of construct ion, company 
accommodat ion furniture and other equipment of 
the canteen. 
(iii) The lood to be served there at nominal rates. 
(iv) To consl i lule managing committee for the canteen 
and ensure the representat ion of the workers in 
the management of canteen . 
(v) The expenditure in the running of the canteen 
shall not to be taken into account in f ixing the 
price of food . which is borne by the 
employers . 
At Heinz, there is properly designed and 
mainta ined canteen, opened throughout the working hours 
c)i factory and has provisions for clean and cool drinking 
w ater. 
The company bear a loss of almost f i f teen lakh per 
annum on account ot this highly subsidised canteen. There is 
a table tor newspaper reading besides having the other 
necessary facil i t ies, it has separate room for manager ia l 
staff and workmen. Moreover , the canteen is highly 
subsidised. It provide meals, snacks, tea and coffee at a very 
low rates. 
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(6) Shelters and rest rooms (Sec. 47) 
There must be a provisions for shelters and rest 
room in a factory employing more than 150 workers . These 
rooms mustl34)roperly lighted ventilated and cooled as per 
provis ion of Factories Act 1948. 
At Heinz there is a provisions of 4 rest rooms 
(1/2,3,4) with 31,22,7 ,9 beds respectively. It is opened 
general ly during night for workers doing night shifts 
(7) Creches (Sec.48) : 
In every factory where in more than 30 women 
workers are ordinarily employed, there shall be 
provided and . su i tab l^ l ighted and well venti lated for 
the use of chi ldren under the age of six years . Since at 
Heinz factory there are no women employees there is no 
provis ions for creches 
8. W e l f a r e Officers (Sec.49): 
In every factory where in five hundred or more 
workers are ordinarily employed the company shal l 
employ in the factory such number of welfare off icers as 
may be prescribed, ^ t Heinz there is a welfare off icer 
and assistant welfare officer-
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9. Security - the health, safety and security of employees 
has been accorded top priority at Heinz India, th^i^is a 
separate securi ty department under the incharge ship of 
a security off icer who ensures the following. 
• Safety of employees and companies property 
[] Control l ing and guarding the movement of goods at the 
gate and to ensure the security, ihe entire factory has 
been grouped in five zones. The fol lowing are the 
different zones categorised for security reason 
T a b l e N o . 4 . 6 
S h o w i n g s e c u r i t y o f t h e c o m p a n y 
Z o n e s D e p a r t m e n t 
A Administration Block, Mpo office, Analytical Lab., 
Godown No.17, Officers colony, New boundary wall 
area 
B Engineering Office, Stores, Workshop, Platform, 
Generator, Old and new boiler. 
C Production .Deptt., Food Block, Old Lab, Spray Drier 
No.1 and 2.,= Factory stores. 
D R.P.U. 1,2,3, all eastern wings godown and acid 
stores 
E Change and rest rooms, dispensary, fumigation 
godown, guest house. 
At the time of emergency the security off icers 
appointed for dif ferent zones take control of their respect ive 
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areas. Every department , canteen, rest rooms, godown, 
houses in the officers colony etc has alarm faci l i t ies and 
other facilities" 
O t h e r f a c i l i t i e s 
1) Provisions of r e c r e a t i o n / s p o r t s club for re laxat ion of 
managerial staff and workmen. 
2) For the purposes of promotion under the a n n u a l review 
scheme all eligible workmen in dif ferent ca tegor ies are 
granted promotion are well - equipped with fire 
extinguishers and first - aid boxes. 
3) Provisions of staff buses . 
I n d u s t r i a l D i s p u t e s A n d S e t t l e m e n t M a c h i n e r y 
Multinational corporat ions are model employers 
in term of human resource management in these 
organisat ions general ly, industrial tensions do not pass 
through as the atmosphere is always very cord ia l and 
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congenia l for employees and they are contended with their 
jobs so is in case of Heinz India Pvt. Ltd., Aligarh as 
reported by management , the unit has not completed even 
one decade and in all these years there has been peace in the 
fac tory . No disputes, demonstration, dharna has ever been 
organised by workers. Management has dif ferent committees 
consis t ing of representat ives of employees and of their own 
and they settle their problem at internal levels without 
result ing in any conflict . Working condit ions and condit ion 
of work are far superior than many local industr ies . Pay 
packages are also very attractive. Welfare faci l i t ies provided 
by management are also above the sat is fact ion level of 
employees . Due to this fact that all is well in the 
organiasat ions and of course the fear of losing one 's job (as 
these are not government organisations) is always in the 
minds of employees. As a whole the scene is sat is factory as 
reported by the management . 
A survey of employees att i tude towards 
m a n a g e m e n t was also conducted and all the employees 
reported that they are satisfied with the work, working 
condit ions and condit ion of work as such no strike 
and demonstrat ion has been organised by them. Thus , it can 
be safely deducted that Industrial relation are cordia l and 
sat is factory in Heinz India Pvt. Ltd. Aligarh as far as 
m a c h i n e r y for sett lement of disputes is concerned . 
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management reported that they abide by all the rules and 
regulat ions specif ied by the government of India and strictly 
enforce the Government Acts regarding all matters . 
T r a d e U n i o n s 
The Heinz India Pvt. Ltd. (Aligarh Unit) has only 
one trade union. There is no aff i l iat ion of this union with 
any nat ional federat ion hence there is no inter ference from 
outside unions i.e. polit ical union. The H.O.Ds are the 
execut ive members of the chain who meets annual ly and 
discuss the problems of the employees with the 
representat ion of the respective department . 
The decision to promote employees are also taken 
in this meeting and after getting promot ion once this 
employee has to stay at that posit ion for four years 
i rrespect ive of his performance . 
Due to cordial a tmosphere , there never arose the 
necess i ty of strong trade union movement . Contentment 
breeds peace and harmony. The management always strives 
for the betterment of employees in return the employees also 
enhance productivi ty and it was observed during various 
personal visits that employees are very act ive and fat igue, 
idleness , frustrat ion does not pass through the employees of 
Heinz. They are all happy with their employment and it will 
not be wrong to say that there seems to be absolute job 
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sat is fact ion amongst the employees belonging to different 
categories working in the Heinz India Pvt. Ltd. (Aligarh) 
From the foregoing assessment of human resource 
management in Heinz India Pvt. Ltd. Aligarh, it can be 
concluded that the company made its beginning in India by 
taking on the business of Glaxo (India) Ltd. 1 .10 .1994 . At the 
time of take over the iux^lOVBT - was Rs . 1 6 0 Crores which 
jumped to over Rs.400 Crores in the year 2002 as the 
company made tremendous progress in the last eight years. 
The company is providing a large number of job 
opportunit ies to people. The products of the company are so 
popular that these are sold like hot cake and that is the 
reason that company works round the clock. The company 
has sound wage policj7 , better welfare facil i t ies and 
congenia l working environment giving job sat isfact ion to 
a lmost all the employees. The company has ideal recrui tment 
and select ion policies. The system of training and 
per formance appraisa l is also note worthy. A remarkable 
feature which is worth mentioning is that in the last eight 
years , the company never had any industrial confl ict . This is 
a c lear indication of good human resource management in 
the organisat ion. Yet there are areas where the organisat ion 
is lacking in managing its human resources . The next chapter 
draws conclusions of the entire research study and makes 
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concerete suggestions for improvement, which will further 
enhance the productivity of this company. 
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Summary, Conclusions and suggest ions 
The foregoing research has been conducted to study the 
human resource management in food process ing industry 
with special reference to Heinz India Ltd. The Heinz 
company is a renowned global player of the food processing 
industry in the world. It occupies first or second position 
among food process ing companies in more that>fifty countries 
of the world. To test the hypothesis that being a 
mult inat ional company, Heinz is not observing any 
discr iminat ion with her employees working in different units 
of the company all over the globP/the study is conf ined to one 
unit only i.e. Heinz India pvt. Ltd. Aligarh. However , the 
best way to study human resource management in Heinz 
would have been to study at least all Indian units of the 
company. But due to shortage of time, paucity of funds, 
proximity of Aligarh unit with the universi ty, the researcher 
has selected only Aligarh unit of Heinz. For the convenience , 
the entire research project is divided in five main chapters . 
The first chapter entit led, "human resource management - A 
conceptua l f r a m e w o r k " has dealt with the origin, growth and 
development of human resource management concept . It has 
also explain^-ithe broad meaning and selected definit ions of 
the subjects and finally it has highlighted the importance of 
human resource management in global business environment . 
It has been noted that some experts of the field treat human 
resource management as the synonym of personnel 
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management . They find it as the old wine in a new bottle. 
Even many organisations have renamed their Personnel 
Department as human resource management depar tment . This 
tendency has reinforced the obli terat ion of the dist inct ion 
between the two terms. At the same time however , some 
experts are of the opinion that there is a change in 
perspect ive while looking at employees. Employees are 
viewed now as a valuable resource (rather than a cost ) , which 
if managed rather than administered ef fect ively from the 
strategic point of view will contr ibute s igni f icant ly , 
contr ibuting to organisat ional ef fect iveness and servingas a 
resource of competit ive advantage to the organisa t ion 
concerned. The conclusion has been drawn that it is not the 
same wine in a new bottle. Human resource m a n a g e m e n t is 
result-oriented and integrated in nature so as to cope with the 
realit ies of business environment. It helps organs ia t ions in 
their constant search for establ ishing and mainta in ing 
competi t ive positions and in keeping a balance with their 
object ives and strategies. A plethora of l i terature emerg ing on 
people management also reinforces this view, s ince human 
resource management involves a sensit ive, mul t id isc ip l inary 
analysis of the issues. Thus apart from discussing the concept 
it has been observed that human resource m a n a g e m e n t 
contr ibutes significantly in the product ion of goods and 
services in an organisat ion. Physical and monetory resources 
by themselves cannot contribute towards o r g a n i s a t i o n ' s 
growth and development. It is through c o m b i n e d and 
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concentra ted effort of people that monetory and material 
resources are harnessed to achieve organisat ional goals. But 
these ef forts , attitudes and skills have to be shared from time 
to time to optimise the effect iveness of human resource to 
meet greater chal lenges. It has also been exper ienced that the 
quali ty of human resource management mainly determines 
the rate of economic progress in a country. It has been 
recognised that progress in important sectors of the economy 
is the outcome of the dynamic initiatives taken by its 
manpower . In other words human resource management is the 
key factor of product ion on which depends the productivity 
of other factors of production. The research project is 
conf ined to study human resource management in food 
process ing industry with special reference to Heinz India Ltd. 
Thus to prepare a background for the study of human 
resource management in food processing industry, an 
e n d e a v o r has been made to asses the per formance and growth 
of food process ing industry in India in the second chapter . It 
has been noticed that India produces over two hundred 
mil l ion tons of food grains and about one thirty million 
tonnes of fruits and vegetables , the yearly post harvest losses 
in this category are very high amounting to Rs .23 ,000 crores . 
This wastage can be avoided by processing into value added 
products or adequately distributed in different parts of the 
country . There is also a great scope of domestic and export 
trade by improving the post harvest distr ibution and 
process ing facil it ies. The agro and food processing industry 
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in India is of utmost signif icance in terms of e m p l o y m e n t and 
income generation, poverty al leviat ion, export promot ion and 
foreign exchange. India is one of the biggest emerging 
markets with a population of over one bil l ion with a strong 
middle class of over three fifty million. Food process ing can 
add value and find good business opportuni ty . The growth of 
process food sector is expected to make a quantum jump of 
Rs .175000 crores by 2005. Food process ing involves any type 
of value additions to the agriculture produce start ing at the 
post harvest level. It includes even pr imary process ing like 
grading sorting, cutting, seeding, packaging etc. The status of 
the different segments of the process food sector reveals that. 
In rice milling there has not been any s igni f icant increase in 
the capacit ies in the last five years . To give boost to this 
sector, the Rice Milling Industries, (Regulat ion) Act 1958 had 
been repealed and any person is free to setup a rice mill in 
the country. Due to demand for sorted, graded and polished 
rice in the export market , part icular ly for basmat i rice and 
rise in domestic demand for c leaned, sorted and unit packed 
rice, a number of units have come up in the last five years . 
Though still a large number of roller f lour mil l ing industry is 
underuti l ized. Low priority for movement of wheat from 
wheat growing states to non-wheat growing states , and high 
energy consumption add to their suffer ings . It has also been 
noted that there are about 15000 pulse mills scat tered all over 
the country with a capacity to mill twenty mil l ion of pulses. 
The bakery industry in India is steadily increas ing. Other 
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wheat based products like pasta products , compris ing of 
noodles , vermicel l i , macaroni and spaghett i are also gaining 
populari ty . There are twenty units engaged in the 
manufac tur ing of Cocao- products like chocolates , drinking 
chocolates , cocoa butter, cocea butter substitute, cocea based 
malted milk foods with production of 35000 tonnf^ The 
product ion of soft drinks has increased from 6230 million 
bottles in 1999-2000 to 6540 million bottles during the year 
2000-2001 . There are thirty-six beer units producing four lack 
kiloliters per annum. The production of alcoholic drinks from 
non-molasses source is very small. However , such drinks are 
now becoming popular in the domestic market . The 
hort icul ture sector which includes fruits , vegetables , tuber 
crops , spices, medic inal and aromatic plants, has established 
its credibil i ty for improving productivity of land, generating 
employment , improving incomes of producers and 
entrepreneurs and providing momentum to exports . India 's 
ideal cl imatic condit ions ensure around the year availabil i ty 
of wide range of fruits and vegetables in large quantit ies. The 
largest tea producer in the world, India continues to be 
largest consumer and exporter of black tea. Coffee grown in 
the warmer southern region is among the oldest of India 's 
p lantat ion crop. Indiai successful operat ion flood programme 
has put us on worlds dairy map. Thanks to cooperat ive 
movement , which had a small beginning, now links mill ions 
of farmers around the country into 70000 dairy societ ies . The 
Indian poultry sector has also made tremendous progress and 
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its turnover is now at Rs .8000 crores. It has t ransformed a 
backyard farming area into one of India 's largest food sector. 
Naturally endowed with a magnif icent coast l ine of over 8000 
km, and exclusive economic zone of over two mill ion square 
km, 29000 km. of rivers and waterways , India has potential to 
become a major player in the field of marine products . India 
has vast marine and inland resources for f ishing. Its costal 
wealth has been tapped mostlyt^local f i shermen to meet 
domestic demand. The organised corporate sector has of late 
ventured into the process ing and export of marine products . 
In urban India, burgeoning middle class and its rising 
consumerism is ref lected in high growth demand for items 
like confect ionery, chocolates , cocoa products , soft drinks, 
ready to eat foods and mineral water. Several large companies 
with popular brands directly produce a wide variety of cocoa 
and non-cocoa based confect ionary in India. Food process ing 
sector in India has been character ised by poor market ing, 
t ransport and communicat ion infrastructure . The density or 
markets specially fruits and vegetables are low and facil i t ies 
for storage, godown and cold chains are extremely 
inadequate . Irregular and inadequate power supply , lack of 
roads, education and health faci l i t ies and poor rural 
industr ial isat ion are the main causes for limited market for 
processed foods. There is also lack of integrat ion of local 
markets with nat ional and internat ional markets to support 
faster and more diversif ied growth. Another problem that 
food processing industry is likely to face is a major threat 
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from the goods offered by the neighboring countries such as 
China , Thai land, Indonesia and Philippines who have a 
dist inct price advantage accruing from the product ion cost 
which include the cost of power, liquid fuels, rate of interest 
on loans for fixed and working capital , import duty and 
exports benefits. An integrated approach has to be adopted to 
promote the consumption of processed foods in the country. 
This includes generic advertisement through e l e c t r i c / p r i n t 
media, availabil i ty of processed foods in all part of the 
country, part ic ipat ion in fairs, exhibit ions, conferences , in 
various part of the c o u n t r y / a b r o a d and level playing field to 
domest ic product vis-a-vis imports. For increasing exports a 
long-term strategy and food export plan with focus on tea, 
coffee, spices, fish and marine products, rice, wheat , mango, 
grapes etc. will have to be formulated. There is also an 
imperat ive need for penetration in the market part icular ly in 
the lower socio-economic segments of the society. 
The third chapter describes the background of Heinz 
Company in its international perspective. Because of its 
worldwide reputat ion and operations. Heinz is a renowned 
internat ional name in food processing industry. The vision of 
the company is to deliver high quality products , adhering to 
s tandards, sat isfying customer needs and have a strong, 
motivated and committed workforce. Heinz has conducive 
environment , which not only integrates and motivates all the 
employees towards achieving high standards but also makes 
suff ic ient room for every body's growth. People are valuable 
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assets at Heinz. Efforts are also directed towards satisfying 
the customer and expanding market share. A good blend of 
behaviora l and skill development programme provides 
st imulus for growth and career development . Moreover , it has 
been assessed that all over the years Heinz has concentrated 
on development of internal relat ionships so that external 
relat ions are enhanced. The company has tradition of 
leadership in product , purity and safety. It is similarly 
committed to protecting the quality of the environment in 
which it operates and the safety of the people who work in 
the factories of Heinz around the world. Thus commitment is 
global , encompassing the environmental and safety policies 
and pract ices of every Heinz affiliate in every country 
wheresoever it does business . That is why Heinz is making 
important progress around the world in the adoption and 
implementat ion of a global environmental system. Heinz 
wants that all employees perform duties in a safe manner at 
all times. In order to fulfi l l its commitment , the company 
management complies with all laws that regulate safety in the 
work place and safest design and construct ion of operat ional 
facil i t ies. A safe and healthful working envi ronment is 
directly tied to eff icient product ion. In order to make safety 
process successful at Heinz, each employ acts consc ious ly to 
identify and eliminate unsafe working condit ions and 
procedures . Finally it has appeared that ef f ic ient human 
resource management at Heinz has led to the growth of 
enterprise at global level. 
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Fourth chapter of the present study is a case study of 
h u m a n resource management in Heinz India pvt. Ltd. Aligarh. 
The main findings of the study are that the Heinz 
internat ional which was operating its business in Europe, 
America and A s i a / p a c i f i c landed in Aligarh on first October 
1994 when it bought the running business of Glaxo India Ltd 
- a company which being basically a pharmaceut ica l company 
did not want to continue with food business in India. The 
Heinz occupies first or second position in more than fifty 
countr ies in the world. It offers several products in India such 
as Instant Energy Drinks like Glucon D, Glucon C, Cereal 
based Farex, energy rich health drinks like Complan, Ghee, 
Pr ick lyheat Powder, i<e.tchup etc. The company is providing 
employment to a large number of managerial , administrat ive, 
ski l led and unskilled employees who have been drawn from 
dif ferent parts of the country. The company is headed by 
Managing Director who is assisted by a number of general 
managers and managers of different departments each 
depar tment in turn is headed by a manager , such, the directly 
under the charge of Vice president, such as, the product ion 
depar tment headed by production manager ; engineer ing 
depar tment is headed by engineering service manager ; milk 
co l lec t ion centers is headed by the factory purchase manager ; 
qual i ty assurance department under the inchargeship of 
qual i ty assurance manager; f inance department ; 
p e r s o n e l / I R / w e l f a r e department are headed by general 
manger IR and administration, and assisted by personnel and 
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administrat ion manger. It has been observed that c o m p a n y ' s 
policies regarding recruitment , select ion, t ra in ing and 
performance appraisal are really scientif ic , sa t i s fac tory and 
are liked by all the employees. The company takes due care of 
welfare facilities under labour Acts, care is also taken for 
health and hygiene of the employees. Working condi t ions and 
condit ions of work are also sat isfactory. Employees have no 
resentments against any policy of the company , on field 
survey it was also observed that there is only one union of 
employees and ever since Heinz took over in 1 9 9 4 there has 
not been any demonstrat ion, dharna, strike etc. by the 
employees against the management except minor issues raised 
by contractual employees when their term of employment 
ends. There seems absolute peace amongst employees working 
in dif ferent departments of Heinz. All employees are 
discipl ined and strictly adhere to factory rules. Finally a 
study of human resource management in Heinz reveals that 
the company is a model employer in terms of job sat is fact ion 
to employees . The policie_s of the company are such that all 
employees are bound to be contended and commit ted i.e.; the 
company is able to secure committed work force. It is because 
of this reason that in today's competi t ive e n v i r o n m e n t the 
Heinz company is more successful than others. In other words 
the growth and success of the company is mainly due to 
ef f ic ient management of Human resource i .e. ; through 
per formance oriented work culture. As the teams of highly 
motivated, skilled, customer focused, vis ion driving people 
2 2 6 
working synergist ical ly within company are Sin qua non for 
excel lence. In a knowledge-driven societ)^ employees are the 
sole repositories of excellence and crucial for generat ing 
compet i t ive advantages. A human perspectn 'e is essential for 
creat ing a performance driven-people-centric organisas t ions . 
On their part, employees at Heinz view company as 
" K a l p v r a k s h a " a legendry Indian tree purport ing to be 
fulf i l l ing all human wishes.On the whole in Heinz, no work 
is done in isolation- all work is essentiallv teamwork. The 
management is fully aware of the fact that human resource is 
the most important of all resources required for the factors of 
product ion . 
Though Heinz observe and give due importance to 
Human Resource Management in their organisat ion at 
Al igarh, yet there are serious gaps which came to l ight during 
the course of the study. The recruitment policy of Heinz 
India limited does not measure well on the scale of Human 
resource management. They employ quite a substant ia l 
number of people, but most of the contract labour is from 
Aligarh and in the management category staff few are from 
Aligarh. As Aligarh is a city with one of the highest seat of 
learning in India, there is no dearth of well qualif ied staff in 
all field?,^ viz managerial , technical , scientists, c ler ical etc. 
Business organisationsowe certain social responsibi l i t ies , 
part icular ly of the philanthropic nature. Our Tatas , Birla, 
Dalmia etc are quite forward in such activities and have 
establ ished colleges, hospitals and other centres for the 
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upli f tment of the poor and downtrodden. Heinz, 
however , is, not found involved in such act ivit ies , though it is 
a giant mult inat ional with enormous f inancial resources at its 
disposal to undertake such social and phi lanthropic act ivit ies . 
Company has a policy of merit cum seniori ty basis for 
the promot ion i,e; after getting a promotion an employee cant 
not be considered for promotion at least upto five years ,which 
h a m p e r ' s the growth of individuals in the company. 
The per formance appraisal procedure is too complicated 
and now the company is making more use of 360 degree 
method in which the performance is appraised on the basis of 
taking views of all the superior 's and subordinates in which 
the assessment is difficult . 
Heinz has no interact ion with educat ional inst i tut ion as 
the industry in other countries have with universi t ies and 
research institution. The facil it ies of in-course training to 
students in their factory are not provided. They also do not 
drive any other kind of consultancy services from educat ional 
inst i tut ion or assign any kind of research project to any scholar 
of the nearby university in anctaround Aligarh. 
The f inal conclusion drawn from the foregoing study of 
human resource management is that science and technology 
has a special role to play for the development and accelerat ion 
of social and economic development for reducing poverty, 
generat ing employment opportunit ies and increasing overal l 
food supplies for growing populat ion of India. The need for 
wel l trained human resources in this sector is therefore 
essential . Human resource building in this field 
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requires multiple disciplinary approaches. The training 
programmes for people engaged in food processing have to be 
s u i t a b i j ^ desiged both in form and content and must be 
cont inuously reviewed in order to avoid obsolescence . Thus, 
the training of entrepreneurs and trainers must receive 
highest priority. The food scientists, food technologists , food 
and nutri t ion experts, managers, policy makers, economists , 
soc io logis ts ' etc. must first understand the nature and 
magnitude of problems along with their social and scientif ic 
components to design human resource plan suitable for 
entrepreneurs engaged in food processing sector. 
In India, 43 per cent of the food industry is located in 
unorganised sector and 22 per cent in the small scale sector 
.There is therefore an urgent need for developing human 
resources specially in the small scale food process ing sector. 
The human resource management in food industry being in 
smal l -scale sector, needs urgent attention. The small sector 
produces food products inferior in quality and unhygienic -
ally packed. Up gradation of human skills of this sector is 
urgent ly needed. We should introduce new and improved 
methods alongwith basic training in hygienic good food 
manufac tur ing practices. Even simple upgradat ion of human 
resources management in small-scale food process ing sector 
can improve the quality of the product. 
The issue of food safety specially in relat ion to 
microbio logica l criteria needs special attention by small scale 
food process ing sector. Food safety is a social responsibi l i ty 
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and role of food processors in product ion of wholesome food 
free from microbial contaminat ion assumes even greater 
s ignif icance. 
Lack of human resource development in food process ing 
industry and absence of any applicat ion of human resource 
management technique in the small sector in India under 
which the food process ing activity falls , has in fact been 
responsible not to allow us to market our food products 
competit ively in the world. India has been the land of a 
variety of food products , tasty preparat ions and cheap inputs, 
yet our food industry has not come of age so far. Our 
backwardness in food processing technology raw methods of 
preparat ions with an element of contaminat ion have allowed 
foreign multinationals to market their food wares successful ly 
at our cost with our inputs. Not only Heinz but Kenteki 
Chicken, Mc donolds, nestle , pepsi foods etc are other 
examples of mult inat ional food corporat ions who have been 
successful ly operating in our country and their products 
being hygienic, tasty though costly are liked by Indians. This 
needs our focus of attention and it is time we develop our 
food processing industrial component in the agriculture 
sector. 
It is heartening that the government of India has 
identif ied the food processing industry as thrust area for 
future development. It has been included in the priority-
lending sector for its speedy development . The human 
resources of this industry should be repeatedly exposed to 
230 
new ideas and techniques to buildup a substantial base of 
well trained entrepreneurs for the production of value added 
agro-based food products for domestic and export market . 
The food processing industry offers tremendous direct and 
indirect employment opportunities by forward and backward 
l inkages. The need of the hour is to develop agro food system 
as a means for socio-economic development. India needs to 
develop food processing industry on war footing to reduce 
post harvest losses, minimize migration of rural people to 
urban areas and generate employment opportunit ies for 
masses to overcome the crises being posed by over populat ion 
special ly in rural areas. 
In the end,it is emphasized that, a considerable 
improvement in process food quality is possible with simple 
up gradat ion of human resource management in food 
process ing sector like the Heinz Company, which despite 
facing the ' . emerging competit ive environment of 
business , has been successful in turning around through a 
variety of factors particularly, vision, leadership, teamwork-
style, human resource, information systems etc. With the 
advent of l iberal isat ion process of economy, there should 
come a rapid change in processed food industry in India. 
Liberal isat ion of world trade has opened up new vistas for 
growth. There is enormous potential in India to make 
prof i table business in food processing. This will require 
m a n a g e m e n t to be fully aware of the fact that human resource 
is the most important factor of production. The e f fec t iveness 
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of the organisat ion will be multiplied if unreal ised potential 
present in human resource is properl}^ tapped. What is needed 
is the recognit ion of the role of the behaviour of human being 
and of their organised activities in achieving the goal. The 
discover)^ of the people, their urges and behaviour is the first 
step in developing human relations which is essential for 
creat ing a performance driven people-centr ic organisat ions . 
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A n n e x u r e 
Q u e s t i o n n a i r e s f o r t r a i n e e s w h o a t t e n d e d t r a i n i n g 
p r o g r a m m e s i n c l u d i n g p e r f o r m a n c e a p p r a i s a j , r e c r u i t m e n t 
a n d s e l e c t i o n . 
1. Date: 
2 Time: 
3. Have you been benef i ted f rom the t ra in ing p r o g r a m m e ? 
Yes No 
4. If yes, than what did you iearn? 
5. If No, than give the reasons for the same"? 
6. Have you at tended such type of p rog ramme be fo re? 
Yes No 
7. How was the a r rangement? 
Sat is factory OK Not at all good. 
8. Has the t ra in ing p rogramme been able to ful f i l l its 
ob jec t ives? 
Yes No To same extent 
9. Rate the p rogramme out of the scale of IQ? 
First days Second days 
10.What is your view about the t ra iner? 
Any suggest ion 
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11 .How is your relat ion with your super ior and 
subord ina tes? 
Good Poor 
12. Are you sat is f ied with the work ing condi t ions and well 
fa re ameni t ies prov ided by the organ isa t ions? 
Yes No 
If No, Reasons for the same 
13. Are you sat is f ied with your part ic ipat ion in the 
o rgan isa t ion? 
Yes No 
If No, Reasons for the same 
14. How do you rate the Appra isa l system in your 
o rgan iza t ion? 
Good Fine Poor 
15. Are you sat is f ied with the promot ion system in the 
organ iza t ion? 
Yes No 
16. How do rate the organ izat ion in terms of role model 
emp loyeer? 
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G R A D E S 
Designation 
Group 1 
Attendant Grade III 
G r a d e II 
G rade 1 
Grade 1 A 
Select ion grade 
'vlukudam factory Grade II 
Story G r a d e 1 
G r a d e 1 A 
Select ion grade 
Dock Grade II G rade 1 
Grade 1 A 
3roup II 
lA/atchman Grade II 
G rade 1 
Grade 1 A 
3roup III 
Tailor Grade II 
G r a d e 1 
G r a d e 1 A 
Select ion grade 
3roup IV 
Driver G r a d e II 
G rade 1 
Grade 1 A 
. Select ion grade 
3roup V 
Skilled Staff Grade III 
G rade 11 
Grade 1 
Grade 1 A 
Select ion grade 
2 i 6 
3roup VI 
Assistant Superv isor 
^Canteen) 
G r a d e II 
3roup VII 
Supervisor ( C a n t e e n ) G r a d e II 
Sroup Vlli 
: i e rk G r a d e 111 
G r a d e II 
G r a d e 1 
G r a d e 1 A 
S e l e c t i o n g r a d e 
Group IX 
Computer O p e r a t o r G r a d e II 
G r a d e 1 
G r a d e 1 A 
S e l e c t i o n g r a d e 
Sroup X 
Cashier G r a d e II 
G r a d e 1 
Sroup XI 
Assistant S t o r e k e e p e r G r a d e 111 
G r a d e II 
G r a d e 1 
Sroup XII 
Centre Staf f G r a d e III 
G r a d e II 
G r a d e 1 
G r a d e 1 A 
Se lec t ion g r a d e 
Other Categories 
Sect ion h e a d G r a d e II 
G r a d e 1 : 
Personnel Assistant 
•^Jurse/housekeeper/ 
Assistant chemis t / 
vork study Assistant, 
Draughtsman , Persona l 
Secretary to the G M , 
[Chemist, P r o g r a m m e r s 
G r a d e II 
G r a d e 1 
G r a d e II 
G r a d e 1 
Zil 
MANAGEMENT S T A F F A P P R A I S A L ( M S A ) 
A . P E R S O N A L P A R T I C U L A R S P e r i o d : P r o m 
Name D e p t t . / D i ^ i s o n / L o c a t i o n 
t o 
E m p l o y e e N \ i m D e r P r e s e n t G r a d e P r e s e n t P o s i t i o n 
L a x e o f B i r t h D a t e o r J o i n i n g t h e C o . E f f e c t i v e D a t e 
G U I D E L I N E S FOR APPR^.ISER & A P P R A I S E E 
P r i o r i t y 
A , B , C 
A , a g r e e d P E R F G R M N C E s t a n d a r d s ( t o b e c o m p l e t e d 
b y A p p r a i s e e a n d A p p r a i s e r a t a p p r a i s a l i n t e r v i e w ) 
K e y A r e a s P e r f o r m a n c e s t a n d a r d s 
A p p r a i s e e ' s S i g n a t u r e 
a n d D a t e 
A p p r a i s e r 
( N a m e / S i g . / C a t e ; 
B . A S S E S S M E N T OF PAST PERFORMANCE ( a g a i n s t a g r e e d p e r f o r m a n c e 
s t a n d a r d s - R e f e r A ) 
A p p r ^ c i s e e ' s C o m m e n t s A p p r a i s e r ' s C o m m e n t s 
A d d i t i o n a l i n f o , i f a n y 
U . FACTORS TH/ iT RAVE HELPED A N D / O R H I N D E R E D PERFORMANCE 
A p p r a i s e e ' s v i e w s 
E x t e r n a l I n t e r n a l 
• A p p r a i s e r ' s A s s e s m e n t 
H e l o e d H i n d e r e d 
2 1 8 
D.APPRAISEE'S VIEWS ABOUT H I S / H E R 
APTITUDES(likes & d i s l i k e s i n o t h e r 
a r e a s of work) 
A p p r a i s e r ' s Conunents 
E. T R A I N I N G NEEKS AND A C T I O N P L A N ( f o r t h e p r e s e n t j o b ) 
A p p r a i s e e t o t i c k t h e a p p r o p r i a t e B o x ( e s ) 
F u n c t i o n a l A r e a S k i l l T e c h n i q u e M i x 
G e n e r a l M a n a g e m e n t 
P r o d . M a n a g e m e n t 
M k t g . M a n a g e m e n t 
F i n a n c e M a n a g e m e n t 
M a t e r i a l s Management 
H u m a n R e s o u r c e s M g m t . 
P r o j e c t M a n a g e m e n t 
M a i n t a i n a n c e M g m t . 
E n e r g y M a n a g e m e n t 
R & D M a n a g e m e n t 
Q u a l i t y M a n a g e m e n t 
T r a n s . / D i s t r i b . M g m t . 
C o m p u t e r S y s t e m 
P l a n n i n g 
O r g d n i s i n g 
C r e a t i v e T h i n k i n g 
G o - o r d i n a u i o n 
E v a l u a t i o n 
C o m m u n i c a t i o n 
P r o b l e m S o l v i n g 
T e a m B u i l d i n g 
I n t e r p e r s o n a l 
L e a d e r s h i p 
M o t i v a t i o n 
C o u n s e l l i n g 
I n t e r v i e w i n g 
D e v e l o p i n g P e o p l e 
T i m e M a n a g e m e n t 
S e l f M a n a g e m e n t 
I n d u s t r i a l E n g g . 
0 & M 
O p e r a t i o n s R e s e a r c h 
V a l u e A n a l y s i s / E n g g . 
P E R T / C P M 
M g r a t . I n f o . S y s . 
P e r s o n a l C o m p u t e r 
A g r e e d A c t i o n P l a n ( t o b e c o m p l e t e d b y A p p r a i s e r i n d i c a t i n g 
p r i o r i t y ) 
2i9 
PERFORMANCE & A P P R A I S A L I N T E R V I E W ( t o b e c o m p l e t e d b ^ A p p r a i s e r ) 
O v e r a l l R a t i n g 
E x c e p t i o n a l ( A ; R e s u l t s / P e r f o r m a n c e 
f a r e x c e e d j o b r e q r a t s 
/ e x p e c t a t i o n s ; N e w S t d s 
s e t / N e w p e a k s a c h i e v e d . 
A l w a y s f i r s t , b e t t e r t h a n 
m o s t o t h e r s . 
C o n i p e t e n t : ( B ) R e s u l t s f u l l y m e t & i n 
many c a s e s e x c e e a s j o b 
r e q r a t s . , H i g h S t d s . & 
v e r y g o o d q u a l i t y o f 
p e r f o r m a n c e . 
d e q u a ^ t e : ( C ) R e s u l t s m e e t 30D r e q m t s 
& o f a v j . q u a l i t y . 
P e r f o r m a n c e a c c e p t a b l e 
s a t i s f a c t o r y . 
P o o r : ( D ) R e s u l t s do n o x m e e t 
j o D r e q m x s . 
P e r f o r m a n c e b e l o w 
a c c e p t a b l e l e v e l , p o o r 
q u a l i t y , m a n y s t d s . n o t 
m e t , c o n s i d e r a b l e s c o p e 
f o r i m p r o v e m e n t . 
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PERFORMANCE STRETCH M A T R I X G u i d e l i n e s 
c B A 
D a B 
U n - D C 
a c c e p 
t a b l e 
Use this performance 
stretch matrix at the 
overall rating.The 
matrix may also be used 
for assessing each 
performance standard. 
A=Exceptional 
H i g h p e r f o r m a n c e 
w i t h h i g h s t r e t c h . 
B= C o m p e t e n t 
H i g h p e r f o r m a n c e 
w i t h a v g . s t r e t c h . 
A v g . p e r f o r m a n c e 
w i t h h i g h s t r e t c h . 
C= A d e q u a t e 
H i g h p e r f o r m a n c e 
w i t h l o w s t r e x c h . 
- . v g . p e r f o r m a n c e 
w i t h a v g . s t r e t c h . 
Low p e r f o r m a n c e w i t h 
h i g h s t r e t c h . 
PERFORMANCE 
LO,s' A V G . H I G H 
LO\s A V G . H I G H 
srJF;TCH 
D = P o o r 
A v g . p e r f o r m a n c e w i t n 
l o w s t r e t c h . 
l o w p e r f o r m a n c e w i t h 
a v g . s t r e t c h . 
. P E R S O N A L Q U A L I T I E S / P O T E N T I A L ( ^ n y c o m m e n t s o n e . g . + v e a t t i t u d e , 
Ac countaDi l i ty , In i t ia t ive ,Dr ive , Judgement ,Leadership ,Eth ics ) 
D a t e o f I n t e r v i e w 
A p p r a i s e e ' s S i g & D a t e 
A p p r a i s e r 
( N a m e / S i g . / D a t e ) 
H e l d i n t h e p r e s e n c e o f J o i n t / 2 n d ; . p p r a i s e r 
, K e r a a r k s , i f a n y , o f J o i n t / 2 n d p p r a i s e r . . n d 
Sig/date 
H. COKMEN'TS BY APPR I ER ' B O (Name/ i g / U a t e ) 
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FINAL REPORT 
YEAR VENUE, 
BEST THREE GROUPS 
SI . 
No . 
1 . 
1st 2nd 3rd 
Name Deptt. Name Deptt. Name Deptt 
2. 
3 . 
4. 
5. 
6 . 
/ . 
8 . 
9. 
1 0 . 
11. 
12. 
13. 
14 . 
15. 
16 . 
17 . 
18 . 
Remarks, if any 
Gen.. J.R. & L. Manager VP/Director (Operations) 
2 5 ^ 
W O R l O l O C A I i O M f c 
H.J. Heinz Company and Subsidiories 
•Vorld Headoi^arfers 
600 G r a n i Street, Pittsburgh, Pennsylvonia. 
:'le Arnenc;;? 
• i-i. j, Hcinz ConipoMK i..;: Established 2 0 0 0 . 
Pittsburgh, Pennsylvania. 
Divisions: 
Heinz N o r t h Amer ica 
Heinz Frozen Food 
Star-Kist S e a f o o d 
Heinz Pet Products 
Portion PoC 
International DiverseFoods 
Escalon Premier Brands 
Qua l i ty Chef Foods 
Alden Merre l l 
Todds 
- Cor^Du '^  Established 1985. 
Pittsburgh, Pennsylvania. 
• ; : . ... . . : ^ Acquired 1963. Pittsburgh, 
Pennsylvonia. 
l o - o - a : i: A. Established 1958. 
Crty of Panamo, Republic of Panonna. 
• Acquired 1963. Pago Pogo, 
A m e r i c a n S a m o a . 
~ F^:;:'k:. Established 2 0 0 0 . 
Ci ty of Panama, Republic of Panama, 
i Go^aposcr.i S A Established 1 9 9 9 Guayaqui l , Ecuador 
He .nz Mex ico S.A d e C V Inc. Established 1 9 9 9 
M e x i c o City, Mexico. 
H J. He inz C o m p o n y of C a n a d a ltd. Established 1909. 
N o r t h York, Ontar io , C a n a d a . 
i J O r n s t e a d F o o d ; Liinifed. Acquired 1991. Wheat ley , 
O n t a r i o , C a n a d a . 
M a r t i n Pet roods . Acquired 1996. Elmira, Onta r io , 
C a n a d a . 
Al i rnenfos 1 iei^c C A Established 1 9 5 9 Caracas , 
Venezuela . 
' - e : - ' i ^ - C o ;:-3 Ki.::a Established 2 0 0 0 . 
San Jos6, C o s t a Rica. 
Di '^rrbuii icr;- b .A Acqui red 2 0 0 1 . Son Jose, 
C o s t a Rica. 
Luropo, M:. O'ui Afr,. ;; 
UK and 
; Ac I Established 191Z Hayes 
Park, Middlesex , Englond. 
A;-' • •• • Acqu i red "997. Liverpool, 
England. 
M J. • ^ . . r o o d s I : o Acquired 
1 9 9 9 H a y e s Park, M idd lesex , England. 
A^  H i v iAJnd i l - ' - A : a Established 
1996. Dubl in, Ireland. 
• .i. Ho inz P r o K r A f w h Up.p jc ; Established 
1993. Dublin, Ireland. 
V'-Astei'i 
.. SB. Pau: i 'uu y: S A Acqu i red 1981. D o u a r n e n e z , 
France. 
. " J, H e ; - , : i a S Established 1 9 7 9 Paris, France. 
J h ( > ; ! i - i c e - i c A,A Estoblished 1 9 8 7 M a d r i d , Spain. 
...J i a A L anciusi/ c;:, . A..:; Acquired 1965. 
Lisbon, Portugal. 
Sournetn and Eo^iern Eu'one 
Zi H e i n z itoila S.: Acquired 1 9 6 3 . M i l o a Italy. 
FottnAo S ta idaso ie S.p A , A c q u i r e d 1996. M o n g u z z o , 
Italy. 
A^ C Q W . i S r o o d a n d B e v e r a g e C-Onipa:iy: S.A Acquired 
1990 . Athens, G r e e c e . 
A; He inz Poisi^o Sp, Z . o o , Establ ished 1994. Wbrsav^ 
Poland. 
• Pudiisski S A- Acqui red 199Z Pudliszki, Poland. 
• vVodiAsiaw S..A. Acqui red 2 0 0 0 . Wodz is iow, Poland. 
• M iedzvchoT i S.A. Acquired 2 0 0 0 . M i e d z y c h o d , Polond. 
• H e i n z C.l.S, Established 1994. M o s c o w , Russia. 
" i H e i n i G e o r g i e v a k , Established 1994. G e o r g i e v s k , Russia. 
•As of June 2001. 
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Norihern Eijrofis 
• H.J. H e i n z B V Acquired 1958. Bst, Ge lde r land , T h e 
Netherlands. (Includes the former CSM Food Division. 
Acquired 2 0 0 1 . The Nether lands.) 
• H..j, He inz Beiyiun; S.A. Established 1984. Brussels, 
Belgium. 
::,; ; iJ . H e i n s G n i b H Established 1970. Dusseldorf, 
G e r m a n y . 
r . S o m e n Bossermonii. Acquired 1998. Seesen, Germany. 
Evrcpean Foodservice 
O Huinz Sinaie Se-vice U n i t e d Acquired 1995. Hoyes 
Park, Middlesex , England. 
• Ser . ' -A-Porf ion. Acquired 1 9 9 9 Turnhout, Belgium. 
AiAL ( A f i m p e x industi ic AA-^-emo:- S.^  • Acquired 
1992. Rovereto, Italy. 
. • A c q u i r e d April 2 0 0 1 . Choteourenard , 
France. 
Middk East 
• Cu i ro Food indii;t=-ies S A r . Estoblished 1992. 
Cairo, Egypt. 
• ii He inz Re'^sedio li 'Mitsfl Established 1 9 9 9 
Tel Aviv, Israel. 
• Skjr -KA! Food D O ; I m l i n i i Acquired 2 0 0 0 . 
Ha i fa , Isroel. 
!-hnh ond CeniTo! Af/ ici; 
Li' Hf i i r i i Af>ica l A j g i n g Co'^-^oo''/ Established 2 0 0 0 . 
Lisbon, Portugal . 
O c e a n l i j n a Lin-iied. Acquired 1995. Victoria, 
Republic of Seychelles. 
C- P ioncG' f-ood C a a n e i V Lir; Acquired 1995. 
Tema, G h a n a . 
Southern Akica 
• H.J. He inz Southern Afr ica (Propf ie iory) Umi ied , 
Established 1995. Johannesburg, South Afr ica. 
O H.J. H e i n z (Botswono) (Pronneferv ; Ltd. Formed 1 9 8 8 . 
G a b o r o n e , Botswana. 
'C: K g a i o g a d i S o a p industries iP!y; l t d Acquired 1988. 
G a b o r o n e , Botswana. 
• Ref ined O i l ProducH (Psyj Ltd, F o r m e d 1987. G a b o r o n e , 
Botswona. 
• O i iv ine Industries iPnyate) l irr i i ied. Acquired 1982. 
H a r a r e , Z i m b a b w e . 
• C h e q u i u Car; ' !o;: . Established 1992. Chegutu , 
Z i m b a b w e . 
H s ( " S o u f t A ' . -oa ' P f / ; U a Established 1995. 
Johannesburg, South Africa, 
i"- Pets Products [Pty: LA- ^vci Acqui red 1 9 9 7 
C a p e Town, South Africa, 
•...i F r o : e n r o o f i ; Ltd Established 1995. 
Kierksdorp, South Africo. 
.i.: Hoinz vVeiilngro 1 • : Acqu i red 1997 Well ington, 
South Africo. 
f'c:af:c Rim una Sov'ir-^ i:-:-' A . ; - ; : 
H f t - z WatHes Lirn.fsc Established 1998 . 
• - H i ! C o n M i c . ^ . ' - r - Lr;J, Established 1935. 
Doveton, Victoria, Austrolio. 
• : , , ^ Acquired 1992 . Auckland, 
N e w Z e a l a n d . 
A;gei f o o d s l t d Acquired 1992. N e w m o r k e t Aucklond, 
N e w Z e a l a n d . 
Hfeinr Japan Ltd. Established 1961. Tokyo, Japan . 
H«i.nc-Urf Ltd. Established 1984. G u a n g z h o u , People's 
Republic of China . 
i k r n : C o j c o . Established 1 9 9 9 Q i n g d a o , Peopled Republic 
of China . 
I h i Established 1986. Inchon, South Korea. 
He! i2 v / i n C n o n t e Ii^i Estoblished 1 9 8 7 Bangkok ,Tha i land . 
He"-:v ir;dio iPrA'arp; - Acquirod 1994. 
M u m b a i , India. 
1' >A: ABC hidon;::ifc Established 1 9 9 9 
Jakar ta , Indonesia. 
P ! H t i i ' - i S u p r a m a . Acquired 1997. Suraboya , Indonesia. 
Hs f iw U F C Phiiippines. Estoblished 2000. Man i la , 
T h e Philippines. 
He inz H o n g K o n g Li;-lited. Established 2 0 0 0 , Wancha i , 
H o n g Kong. 
H e i n z S i n g a p o r e Pte, Ltd Established 2000. Republic of 
Singapore. 
• H e i n z Sinsin Pte, Ltd. Acquired 2 0 0 1 . Republic of 
Singapore. 
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SIRgCTORS AND OFFICERS' 
H.J. Heinz Company 
Dueclars 
vvlMiam R. Joh'Kon 
Chairman, President and 
Chief Executive Officer. 
Director since 1993.(1,5) 
Nicholas F Brady 
Chairman, Darby Advisors, Inc. 
ond Chairman, Darby Overseas 
Investments, Ltd., Easton, Moryland. 
Director from 1987 tfirough 
September 1988. 
Reelected 1993. (3,4) 
Managing Director, Strategic 
Investment Partners, Inc. and 
Emerging Markets Investors 
Corporation, Arlington, Virginia. 
Director since 1998. (4,6) 
5 Coiemc", Jr 
Senior Advisor-Major League 
Soseball, New York, New York. 
Director since 1998. (4,6) 
Attorney and Director, 
Various Corporations. 
Director since 1994. (3,4,6) 
'iLiOi C, Johnson 
Chairman Emeritus, 
S. C. Johnson & Son, inc., 
Racine, Wisconsin. 
Director since 1988. (2,4) 
Condoce Kendie 
Chairman and Chief Executive 
Officer, Kendle International inc., 
Cincinnati, Ohio. 
Director since 1998. (2,3) 
Donald R. Kaough 
Chairman of the Board, 
Allen & Co. Incorporated, 
New York, New York. 
Director since 1990. (2,3) 
Osan P. O'iiare 
Chairman and Chief Executive 
Officer, The Chubb Corporation, 
Warren, New Jersey. 
Director since 2000. (6) 
pGui F Ren.ne 
Executive Vice President 
and Chief Financial Officer. 
Director since I99Z(1,5) 
Chairman and Chief Executive 
Officer, USX Corporation, 
Pittsburgh, Pennsylvania. 
Director since 2000. (2,6) 
Executive Vice President. 
Director since 1992. (1,5) 
Chairman and Chief Executive 
Officer, Federated Deportment 
Stores, Inc., Cincinnati, Ohio. 
Director since 1998. (2,3) 
(1) Executive Committee 
(2) Management Development and 
Compensation Committee 
(3) Nominating Committee 
(4) Audit Committee 
(5) Investment Committee 
(6) Public Issues Committee 
V^i:.;;,:., : 
R, Jo^ v.sori 
Chairman, President and 
Chief Executive Officer 
Executive Vice President 
ond Chief Financial Officer 
H, VVcr • : 
Executive Vice President-
Asia 8. Pacific 
Executive Vice President-Ei. -ope, 
Middle East, Africa & Indie 
.--in'-'. • 
Senior Vice President-Strategy, 
Process and Business Development 
C. Gocck ui 
Senior Vice President and 
Chief Administrative Officer 
Senior Vice President-Global 
Category Development 
Senior Vice President-Corporate 
and Government Affairs 
Senior Vice President and 
General Counsel 
•< S'ort A/i';''. 
Vice President-
Chief Procurement Officer 
i neodore N Bo&bv 
Vice President-Legal Affairs 
lo'-": C Crowe 
Vice President-Taxes 
Lconnrd A. Cu'^o 
Treasurer 
waryil A. Dovis 
Corporate Secretary 
F Ker,- Ddw 
Vice President-Nutrition & Technical 
Affairs and Chief Scientist 
Edward J. McMerianiin 
Vice President-Finance 
D oe B. Owen 
Vice President-Corporate Audit 
M rchei! A. Ring 
Vice President-Business Development 
Vice President-Investor Relations 
J, Shov^ ifer 
Vice President and 
Corporate Controller 
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